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AISTItICT
Checkland's soft systems methodology is adapted to investigate
and suggest improvements to personnel management in Kuwait
libraries. An initial study investigating relevant elements
of personnel management in Kuwait, such as motivation,
communication, etc., was conducted primarily by interviewing.
A model was constructed on this basis to deduce relevant
important issues, such as library services and motivation of
library staff. These issues were further investigated in a
second survey again primarily by interviewing. Because of the
Gulf War, a third interview survey then took place to update
data and to identify important changes regarding library
management.
Four activity-based models were then constructed to determine
factors relating to the improvement of personnel management in
Kuwait libraries and as guides for data analysis, as follows:
- a system of increasing the supply of competent
information workers;
- a system to enhance communication inside and outside the
library;
- a system which meets users' needs and encourages the use
of the library;
-	 a system to enhance staff motivation.
The conclusion examines possible solutions regarding personnel
management problems in Kuwait libraries. In addition, the
value of Checkland's soft systems methodology for this kind of
analysis is examined.
iv
CONTI:NTS
Page
INTRODUCTION 1
1	 BACKGROUND INFORMATION 4
1.1	 Kuwait in General 4
1.2	 General Management in Kuwait $
1.3	 Library Structure and Library Services in the
Gulf States 12
1.3.1	 Library Structure 12
1.3.2	 Library Services 13
1.3.3	 Reasons Behind Unsatisfactory Library
Services in the GCC countries 18
1.4
	
Kuwait Libraries - Background Information 20
1.4.1	 Kuwait Central Library and Public Libraries 20
1.4.2	 School Libraries 26
1.4.3	 College Libraries 31
1.4.4	 University Libraries 35
1.4.5	 Special Libraries 41
2.	 LITERATURE REVIEW 54
2.1	 Communication 54
2.2	 Staff Motivation 58
2.2.1	 Stress in the Library 67
2.3	 Performance Measurement and Users' Needs 68
2.4	 Information Workers' Competencies 77
2.5	 Summary 86
3.	 METHODOLOGY 92
V
3.1
	
Reasons for Adapting Checkland's Methodology
in This Study	 92
3.2
	
Checkland's Soft Systems Methodology (CSSM)	 102
3.3	 Checkland's Methodology in Practice 	 108
3.3.1	 Library Context	 108
3.3.2	 Academic Organisation Context 	 109
4.	 INITIAL STUDY	 113
4.1	 Kuwait Central Library and Public Libraries
	
115
4.1.1	 Requirements	 115
4.1.2	 Training	 115
	 ./'
4.1.3
	
Staff Appraisal 	 116
4.1.4	 Job Satisfaction	 117
4.2	 School Libraries	 117
4.2.1	 Recruitment	 118
4.2.2	 Training	 119
4.2.3
	
Staff Appraisal	 121
4.2.4	 Job Satisfaction 	 124
4.3
	
Public Authority for Applied Education and
Training (PAAET)	 125
4.3.1	 Recruitment	 125
4.3.2	 Training	 128
4.3.3	 Staff Appraisal	 129
4.3.4	 Job Satisfaction	 130
4.4	 University Libraries 	 131
4.4.1	 Recruitment
	
131
4.4.2	 Training	 133
4.4.3	 Staff Appraisal	 134
vi
4.4.4	 Job Satisfaction	 135
4.5	 Special Libraries	 136
4.5.1	 Recruitment	 136
4.5.2	 Training	 137
4.5.3	 Staff Appraisal	 138
4.5.4	 Job Satisfaction	 139
4.6	 Conclusion	 140
5.	 MAIN FIELD SURVEY	 142
5.1	 Kuwait Central Library 	 144
5.2	 Public Libraries 	 146
5.2.1	 Conclusion	 151
5.3	 School libraries	 152
5.3.1	 Conclusion	 165
5.4	 PAAET Libraries	 167
5.4.1	 Conclusion	 176
5.5	 Kuwait University Libraries	 177
5.5.1	 Conclusion	 192
5.6	 Special Libraries 	 193
5.6.1	 Conclusion	 202
5.7	 Summary	 203
THIRD SURVEY: KUWAIT LIBRARIES AFTER
LIBERATION	 206
The Situation of Kuwait Libraries After
Liberation	 208
Kuwait Central Library	 208
School and Public Libraries	 209
vii
6.1.3
	
PAAET Libraries	 222
6.1.4	 University Libraries	 224
6.1.5	 Special Libraries	 230
6.2	 Current and Future Plans for Kuwait Libraries 235
6.2.1	 Information Networks in Kuwait	 235
6.2.2	 Training	 237
6.2.3	 Rebuilding Steps and Plans of Kuwait
Libraries	 239
6.3
	
Summary	 248
7. DATA ANALYSIS
	
250
7.1	 A System For Meeting Users' Needs and
Encouraging the Use of the Library 	 263
7.2
	
A System for Increasing the Supply of
Competent Kuwait Information Workers 	 274
7.3	 A System to Enhance Staff Motivation 	 290
7.4	 A System to Enhance Communication Inside and
Outside the Library	 302
7.5	 Summary	 311
8. CONCLUSION	 313
8.1
	
Earlier Work	 313
8.2	 Other Methodologies	 315
8.3	 Data	 319
8.4
	
Soft Systems Methodology	 320
8.5	 Management Problems	 321
8.6
	
Possible Solutions	 323
8.7
	
Value of This Study
	
334
viii
BIBLIOGRAPHY	 337
APPENDICES	 351
ix
FIGURES AND TABLES
Fig. 1.1
Map of Kuwait Cities, Oil Fields and Islands 	 6
Table 1.1
Distribution of Population Among the Five Governorates
at 30 June, 1986	 7
Fig. 1.2
Kuwait University Library Administraiton
Organisational Structure Chart	 14
Fig. 1.3
A Rough Organisational Chart of Saudi University
Library	 15
Fig. 1.4
The Place of Public Libraries in the
Organisational Hierarchy	 23
Table 1.2
Public Library Employees, Their Qualifications,
Sex and Nationality, December, 1989 	 25
Table 1.3
Schedule of Grades and Salaries of the Personnel of
Government Organisations, 1979 	 27
Fig. 1.5
The Division of School Library Administration	 29
Fig. 1.6
Suggested Organisation Structure of Public and
School Libraries by the Committee, January, 1988
	 30
Table 1.4
School Library Employees Numbers According to Sex,
Nationality and Qualification, 30 December, 1990 	 32
Table 1.5
The Allocated Duties for Library Personnel in the
Library Administration (PAAET) 	 34
Fig. 1. 7
Informtion Workers in PAAET Libraries According to
Years of Recruitment, and Librarianship
Qualifications, July, 1989	 36
x
Fig. 1.8
University Library Employees According to
Nationality and Qualifications 	 40
Fig. 1.9
Departments and Number of Employees in Each
Department in NSTIC, February, 1988
	
42
Fig. 1.10
Organisational Chart of the Bank Administration	 46
Fig. 2.1
Maslow's Hierarchy	 65
Fig. 3.1
The Developed Form of Soft Systems Methodology 	 94
Fig. 3.2
Factors Influencing Library Collection	 96
Fig. 3.3
Rich Picture (in the Pocket)
Fig. 3.4
Checkland's Soft Systems Methodology Steps
	
104
Table 4.1
Number of Interviewees According to their Job
Positions (initial study)
	
114
Table 5.1
Number of Interviews in Each Sector (main survey) 	 143
Table 5.2
Number of Library Visitors in Each Public Library,
1988-89	 147
Table 5.3
Library Employees' Interviews (school library) 	 153
Table 5.4
Users' Interviews (school library)	 153
Fig. 5.1
Interviews with Head Teachers of Eight Girls'
Credit-Hour Secondary Schools in Kuwait:
Use of the School Library by Subject
	
160
Table 5.5
Users' Interviews (PAAET) 	 167
xi
Table 5.6
Library Employees Interviewed (PAAET) 	 168
Table 5.7
Users' Interviewed (Kuwait University Libraries) 	 177
Table 5/8
Users Interviews (Kuwait University Libraries) 	 178
Table 5.9
Library Employees Interviewed (Kuwait University
Libraries)	 178
Table 5.10
Results and Questions of User Survey Conducted by
Deputy Librarian, Engineering Library, April, 1987	 180
Table 5.11
Summary of the Investigated Factors 	 204
Table 6.1
Number of employees in Kuwait Central Library
According to Nationality and Qualifications
(before invasion)	 210
Table 6.2
Number of Employees in Kuwait Central Library
According to Nationality and Qualification
(after liberation)	 210
Table 6.3
Number of School Libraries in each Educational Level 	 211
Table 6.4
Number of classified and Children's Books in
Different Education Levels in School Libraries, 1988-9 	 212
Table 6.5
Closed Schools and Their Places, 1991-2 	 214
Table 6.6
Values of Lost Periodicals in School Libraries
According to Provinces in Kuwaiti Dinar 	 215
Table 6.7
Lost Books, References and Children's Stories and
Their Values in Kuwaiti Dinar in Provinces and
Different Education Levels in Kuwait Libraries,
1991-2
	 216
xii
Table 6.8
School Library Collection Before the Invasion and
Lost Books and Children's Stories After Liberation
and Their Percentages, 1991-2	 217
Table 6.9
Number of Books In Kuwait Public Libraries, 1988-9
	 218
Table 6.10
Lost Books and Their Values in Kuwaiti Dinar in
Each Public Library, 1991-2	 219
Table 6.11
The Number of Library Employees, Their Qualifications
and Nationalities in Public Libraries (31.10.91) 	 221
Table 6.12
The Number of Librarians and Assistant Librarians in
School Libraries and Their Qualifications and
Nationalities to 30.10.91	 223
Table 6.13
Library Collection in PAAET Library Administration	 225
Table 6.14
Number of Library Employees in PAAET, Their
Qualifications and Nationalities, December, 1991 	 226
Table 6.15
Lost Books, Periodicals and Audio-Visual Materials
in Kuwait University Libraries	 228
Table 6.16
University Libraries and Library Employees,
Their Qualifications and Nationalities,
December, 1991	 229
Table 6.17
GASER Collection, 1987	 233
Fig. 7.1 Important Factors That Must Be Take n Into
Account in the Analysis
	
256
Fig. 7.2 The Way in Which Individual Problems Have
Been Included into One Major Issue	 257
Fig. 7.3
A System That Can Form the Basis for Discussing Ways
of Alleviating the SHortage of Competent Information
Workers	 258
Fig. 7.4
A System to Enhance Staff Motivation 	 259
Fig. 7.5 A System for Discussing How Proposed Plans
can be Implemented Successfully in the Minimum
Possible Time	 260
Fig. 7.6
A System that Meets Users' Needs and Encourages
the Use of the Library	 265
Table 7.1
Number of Arabic and Non-Arabic Book Titles and
Volumes According to Academic Departments, in the
College of Engineering Studies, July, 1985 (PAAET) 	 273
Fig. 7. .7
A System for Increasing the Supply of Kuwaiti
Information Workers 	 275
Table 7.2
Scholarships for Kuwait Students, 1988-9
	
277
Table 7.3
Number of Kuwaitis Who Have Studied Librarianship
Abroad
	
277
Table 7.4
Number of Kuwait Para-Professionals
	
278
Table 7.5
Number of Non-Kuwaiti Professional and Para-
Professional Information Workers	 278
Table 7.6
Population Served by Different Kinds of Libraries
	
279
Fig. 7.8
A system to Enhance Staff Motivation 	 291
Table 7.7
Performance Plan for the Cataloguing Section,
1989 (NSTIC)	 294
Fig. 7.9
An Organisational Structure for the Central
Library (Proposed by the Chief Librarian) 	 300
Fig. 7.10
Kuwait University Libraries Proposed Organisational
Chart, September, 1987	 301
xiv
Fig. 7.11
A system to Enhance Communication 	 303
Fig. 7.12
Diploma Courses (Library Science Department) 	 306
Fig. 7.13
Four-Year Programme Courses (Library Science
Department)
	 307
Fig. 7.14
Outline of Library Administration Training Course
	 308
XV
INTRODUCTION
Physical facilities (buildings, equipment, books, etc),
policies, procedures, structure, etc., are all important for
any library in order for it to perform adequately. But more
important is the people who run the library. A library's
performance depends significantly on its staff. Libraries are
service organisations and librarians frequently interact with
users. Thus, librarians' attitude problems have a large
impact on users and on the adequacy of services. A committed
and competent library staff is a library management
responsibility and is no easy task to produce.
Individuals bring their own beliefs, aspirations, experiences,
etc., with them to their work. It is not acceptable that
management treat their staff merely as hired working units.
For staff to be committed to their work, they need to feel
good about themselves and about the work they perform.
As a member of the academic staff in the Department of Library
Science, and particularly through the supervision of the
replacement training programmes (as part of the curriculum)
from 1985 to 1988, the author observed that Kuwait libraries
were under-utilised. Library administrations were not
effectively using the available library resources. Librarians
from various kinds of library expressed to the author their
dissatisfaction with their relationship with their
administrations, their role and the role of the library in
general. It was clear that many librarians were demoralised
and lacked enthusiasm in their work. On the other hand, there
was a widespread complaint from library managers that there
was a severe shortage of qualified library staff. Also, there
were problems related to attempts to develop some Kuwaiti
libraries. For example, the University of Kuwait, in 1985,
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appointed an American expert (of Egyptian origin) as the
director of Kuwait University libraries to make improvements
in them. However, a fierce resistance from library staff to
some of the measures taken by the newly-appointed director
eventually resulted in the termination of his contract.
Equally, a very dissatisfying measure for library staff was
change in their well-established working hours.
Other problems related to Kuwaiti and non-Kuwaiti library
staff. The work relationships between the two groups were
poor. Most library staff in Kuwait libraries were non-
Kuwaitis. Kuwaitis had the impression that the non-Kuwaitis'
main concern was to satisfy management, rather than to perform
their duties effectively for the benefit of users. On the
other hand, non-Kuwaitis thought that they were underpaid. In
addition, they thought that Kuwaitis do not work hard enough
and were promoted merely as a result of their nationality.
The author's experience during his study for a Master's degree
in Library Science (from 1982 to 1984) in Wisconsin
University, Milwaukee, made him aware of the extent to which
Kuwait libraries are under-developed. Standard management
practices were all lacking in Kuwait libraries, e.g. job
descriptions, recruitment policies, library policies, etc.
The objective of this research is to identify personnel
management problems in Kuwait libraries and to suggest
solutions for these problems in the light of previous studies
and, thus, to help Kuwait library administration to utilise
and develop their resources effectively for the benefit of
users. Because of the complexity of the subject, in addition
to extensive readings in library management and library
personnel management the use of models seemed necessary.
Models are representations of reality or parts of it. There
are different kinds of models, e.g. physical, mathematical.
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Two kinds of models were constructed. The first is a
pictorial cartoon-like model (Rich Picture). The purpose of
this model is as follows:
- to summarise the data in one picture (by representing it
diagrammatically);
- to give meaning to items of data by relating these items
to each other;
This enabled the author to reflect upon the situation in a
holistic way in order to deduce problem areas or issues. The
second model is an activity-based model. This model comprises
systems, logically constructed, as a method for the
improvement of the situation under investigation. The purpose
of this model is as follows:
- to identify discrepancies between the assumed activities
in the activity-based models, and the actual activities
performed in the real-world situation;
- as a guide for data analysis;
- to produce recommendations for the improvement of the
situation under investigation.
Data and information were primarily obtained by interviews.
Sources of other information and data are given in the
references at the end of each chapter, e.g. annual reports,
studies, etc.
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CHAPTER ONE
BACKGROUND INFORMATION
1.1 KUWAIT IN GENERAL
In this chapter, background information about Kuwait, Kuwait
libraries and library structure and services in the GCC
countries is given. Some emphasis is placed on general
management in Kuwait, with discussion and reference to the
literature.
The founder of the current ruling dynasty was Shaikh Sabah al-
Owel, 1756-1772. Shaikh Mubarak, the ruler, in 1899, signed
a treaty with Great Britain for protection, where he undertook
not to alienate any of his territory without the agreement of
Great Britain. The British Government, in 1914, recognised
Kuwait as an independent country under British Protection.
During the regime of Shaikh Abdullah al-Salem Al-Sabah on (19
June, 1961) an agreement was signed between Kuwait and Great
Britain, concerning the independence and sovereignty of Kuwait
(1). In the same year, Kuwait became a member of the United
Nations Organisation and in 1963 it became a member of the
Arab League (2).
The State of Kuwait occupies the north-western corner of the
Arabian Gulf. It is bounded in the east by the Arabian Gulf,
in the south and west by the Kingdom of Saudi Arabia, and in
the north and west by the Republic of Iraq. The location of
Kuwait between latitudes 28° 45' and 30° 05' north of the
equator and between longitudes 46° 30' and 48° 30' east of
Greenwich determines the climate of the country as typical of
the Saharan geographical region. The total area of the State
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of Kuwait is 17,818 square kilometres, or approximately seven
thousand square miles (3). Fig. 1.1 is a map of Kuwait
showing Kuwait cities, oil fields and islands (4).
Kuwait is divided into five governorates, namely, the Capital,
Hawaldi, Ahmadi, Jahrah and Farwania. Table 1.1 shows the
population distribution among the five governorates and the
total Kuwait population as at 30 June, 1989, together with the
remaining population which is not identified - people who live
in Kuwait, but the governorates in which they live were not
known (5). It is worth mentioning that the division of Kuwait
into five governorates has only been relatively recently
promulgated. In 1962, Kuwait was divided into three
governorates. In 1979, a fourth governorate was added (6).
As a developing country, Kuwait's population is young. As of
30 June, 1987, the percentages of Kuwait's population (non-
Kuwaitis included) of various age groups were as follows (7):
- 33.9%
	
under the age of 15
- 26.8%
	
15-29 years old
- 27.1%
	
30-44 years old
- 9.8%	 45-59 years old
- 2.4%	 60 years old and above
Kuwait's main source of income is oil. Crude oil production
in 1989 was 91 million tonnes (8). The national income in
1988 was 7,073.4 million K.D. and GNP per capita in 1988 was
3,613 K.D. (in 1992, 1 K.D. equals about £2) (9).
Large oil revenues enabled Kuwait to develop quickly and to
enhance the welfare of the people. For example, for Kuwaitis',
education is free from nursery to university, health
5
FIGURE 1.1
MAP OF KUWAIT SHOWING KUWAIT CITIES, OIL FIELDS AND ISLANDS
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services are free and houses are distributed at cheap prices.
Non-Kuwaitis enjoy the same services, except nursery education
and possession of houses.
1.2 ongritAL MANAGMEXT IX KUWIIT
In this section, general management in Kuwait government
organisations is discussed. 	 Government organisations are
those which are established under the Civil Service laws and
Civil Service Regulations (CSL & CSR). Almost all Kuwait
libraries belong to government organisations. ' The private
sector follows the private sector law which is more flexible
than CSL & CSR. For example, a private organisation can make
its own decisions on the salary grade of the candidate,
regardless of his academic qualifications. It can also set
out its own recruitment policies. Monetary profit is the most
important factor which affects private organisations,
management policies and practices (10).
There is evidence that Government institutions in Kuwait
suffer from inadequate or unsatisfactory management practices.
With regard to overmanning, a group of studies and reports
indicate the existence of this inefficient practice in
government institutions. Danton (11), in his report, shows
that some employees have no job activities to perform and, in
some government institutions, the administration excludes a
significant number of its employees from performing their job
activities on the grounds that they will impede the
performance of the more productive employees.
A study conducted by the International Bank (12) shows that
there has been a continuous unjustified increase in the number
of employees, regardless of the government's real needs. It
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seems that the pre-war government manpower force should have
been capable of achieving eight times its actual performance
and that the employee was available only 1.37 hours daily, on
average, on his job site. Jad (13), in his analytical study,
confirms the existence of overmanning amongst both Kuwaitis
and non-Kuwaitis and regards it as the most difficult
administrative obstacle facing the government.
In a lecture organised by the Kuwaiti Students Union in
London, November 1989, the Under-Secretary Assistant for
Administrative Development in the Civil Service Commission
stated that the Development Committee (14) had reported an
overmanning of 30% amongst government employees. In addition,
their report showed that government capital expenditure is
about 600 million K.D., whereas government expenditure is
about 1,200 million K.D. for employees' salaries. It is worth
mentioning that the Planning Ministry (before the war) was
planning to reduce gradually the unproductive work force (15).
Another area of mismanagement which clearly occurs in Kuwait
society is favouritism. Al-Rumaihy (16) states that:
Government officials publicly renounce favouritism
and, yet, they practice it in their jobs.
Al-Marzok (17) notes that favouritism is one of the primary
reasons why new Kuwaiti graduates are not recruited (18, 19).
It appears from past studies that favouritism and overmanning
are the two major administrative problems facing government
institutions. Other administrative problems exist, however,
some of them related to favouritism and overmanning (20, 21).
For example:
9
a.	 shortage of competent employees (Kuwaitis and non-
Kuwaitis);
b. low levels of productivity (Kuwaitis and non-Kuwaitis);
c. absence of identified objectives;
d. absence of job descriptions.
There are several factors which can be held responsible for
these general management problems in Kuwait. Some are as
follows:
a. Absence of written policies of recruitment: leadership
posts are obtained by seniority, and family influence;
b. societal factors;
c. political factors.
Al-Noory (22) states that:
There are no clearly identified written policies
for recruitment except for some professional jobs
such as teaching and medicine and recruiting of
Kuwaiti graduates relies on sociological and
political factors.
Al-Hashumy (23), in his analysis of the effect of sociological
factors on administrative problems in Kuwait, considers the
fast development of Kuwait due to oil revenues and the in
homogeneity of Kuwait society as important factors responsible
for Kuwait's administrative problems. This present study in
the field of librarianship has revealed that, as well as
administrative problems among Kuwaitis, there is an unhealthy
job relationship between Kuwaitis and foreign employees.
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Kuwaitis think that foreigners are disloyal and do not care
about their jobs, and that their prime interest is to satisfy
their superiors. Foreigners, on the other hand, think that
they are not treated fairly in job promotions and salaries.
Attempts have been made by foreign experts and Kuwaiti
academics in the field to tackle general management problems
in Kuwait. These studies have led to a number of
recommendations (24). In general, the recommendations suggest
the following approaches:
a. application of performance measurement techniques;
b. re-evaluating the staff performance evaluation system;
c. specification of objectives to prevent the overlap of
duties among the ministries' departments and among
ministries themselves;
d. application of written job descriptions;
e. re-evaluation of recruitment policies;
f. administrative training for all levels.
However, on the practical side, not much has been achieved.
For example, although overmanning attracted the interest of
officials in the field from 1964 to 1984, the problem still
existed, or had even deteriorated by 1986 (25). Al-Falah, in
April 1976 (26), emphasised the importance of a political
decision in order to improve management practices in
government institutions:
An honest, determined political activity is needed
for the government administration to be improved,
even if this resulted in changing top managers.
The slogan should be 'priority should be given to
the common interest of the country'. 	 Another
11
slogan should be 'he who can't work effectively
should leave his post for others who can'.
Another politically orientated solution has been suggested by
Al-Selmi (27):
The Civil Service Commission should be independent
and responsible to the National Assembly.
An important factor that might have had a negative impact on
the application of these suggested solutions is that the
people who were responsible for applying them have not been
adequately consulted. Checkland's methodology, which will be
dealt with in Chapter Three, emphasises the importance of this
factor if change is to be successfully introduced.
1.3 LINIAXY IITRUCTUIZ MID ',MARY STRVICTI IX TEL GULF STATZS
The Gulf States included here are the States of the Gulf Co-
operation Council (GCC): Saudi Arabia, Kuwait, United Arab
Emirates, Oman, Bahrain and Quatar. In general, these
countries share much in common. Politically, they are all
governed by Shaikhy families and they have small populations
in which a large proportion consists of expatriates. They
have developed very rapidly in the modern world due to large
oil revenues, etc.
1.3.1
	
Library Structure
Practically, all libraries in the Gulf States are administered
by the Government concerned, directly or indirectly, as is
also the case with some special libraries (28). Generally,
12
the libraries' organisational structures follow the
traditional divisions of cataloguing and classification, gifts
and exchanges, acquisitions, etc. One reason for this is the
limited application, as yet, of information technology.
The place of the library in the hierarchy of the government
organisational structure determines to some degree the
libraries' power in the decision-making process. In the Gulf
States, some libraries are classified as 'Departments' in the
organisational structure, (Head of Library communicates
indirectly with the Under-Secretary Assistant) whereas others
are classified as 'Administration' (Head of Library
communicates directly with the Under-Secretary Assistant).
For example, school library administration in Kuwait is
responsible to the Under-Secretary Assistant for planning and
cultural affairs, whereas in Quatar, the school library
department is responsible to the administration of cultural
affairs (29).
Another example is that the Head of Kuwait University
Libraries does not have a Dean's status, whereas the Head of
a Saudi University Library does.	 A Dean's status is
prestigious. It enables the Head of the Library to
communicate on the same footing as other Deans in the
university (see Fig. 1.2, which is an organisational chart of
Kuwait University libraries (30), and Fig. 1.3, which is a
rough organisational chart of a Saudi University library)
(31).
1.3.2	 Library Services
Library services in the Third World generally, and in Arab
States in particular, can fairly be described as under-
developed. The GCC countries are much wealthier than their
13
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fellow Arab States, yet their library problems continue to be
serious (32). It is therefore worth examining what is known
of these problems specifically for GCC countries.
Public libraries in Saudi Arabia are administered by various
government ministries and agencies, such as the Ministry of
Pilgrimage and Endowment and other religious departments. Of
56 libraries in the country, 47 come under the General
Directorate of Public Libraries of the Ministry of Education
(33). In Saudi Arabia, public library services are limited
and are confined to reading only inside the library; many
books are not allowed to be borrowed. Reader guidance, public
relations and non-traditional services are all absent (34).
Easa (35) confirms this description of public library services
in Saudi Arabia:
Indeed, a visit to Jeda public library proves, without
doubt, that public library services are virtually
confined to reading in the library by the few library
visitors.
According to Abbas (1982), circulation policies in public
libraries are oriented towards preservation of materials
rather than encouragement of maximum use (36). Abbas
notes that (37):
Free circulating collections and picture
collections are offered by only 3 (7%) of the
libraries. No library provides an inter-library
loan service or story hours'.
In fact, from Abbas's research, in 1982, it is clear that a
range of factors lie behind the limited public library
16
services in Saudi Arabia. These include shortage of both
qualified and unqualified staff, lack of training, absence of
written library goals and objectives, lack of physical meeting
areas, inadequate collections, etc (38). To improve the
situation of public libraries in Saudi Arabia, Abbas proposed
a plan by which a national system for public libraries would
be established. This national system should include an Agency
for Public Libraries to be attached to the Ministry of
Education. The Agency would play a leadership role and
develop, organise and supervise all public libraries in Saudi
Arabia (39). It is worth noting that this plan does not seem
have been implemented.
Isa (40), in 1985, after delineating the general objectives of
public libraries, recommended the following for public
libraries in Saudi Arabia:
- the establishment of an inter-library loan network for
public libraries;
- the provision of a variety of library services, including
extending public library services to rural areas, women,
hospitals, prisons and the handicapped.
The Ministry of Education, in October 1978, in an attempt to
serve the public in rural areas where public libraries are not
available, passed a law permitting a free library service in
rural school libraries to be used by the general public (41).
However, 'This step was proven to be ineffective in serving
the public. The number of volumes in these libraries is too
meagre to attract public interest' (42). The majority of
schools in Saudi Arabia have no libraries. The existing
17
school libraries contain general books and textbooks and do
not meet the needs of the individual school. The collections
are kept in small cupboards or class boxes without change of
materials for long periods (43).
Al-Namlaha (44), in his attempt to set guidelines for the
structure of a national information system in Saudi Arabia,
concludes, among other things, that Saudi Arabia is poor in
the area of information services and activities.
In the Sultanate of Oman (45):
Apart from a small British Council library in the
capital area, there is no truly public library
lending service in Oman.
In Quatar (46):
There are no special libraries, only small, largely
unorganised collections of books in government
departments.
None of the GCC countries has a fully functional national
library (47), and the university libraries have many gaps and
weaknesses in their attempt to serve the needs of their parent
institutions (48).
1.3.3	 Reasons behind unsatisfactory library services in
the OCC countries
According to Seymour (49), Gulf nationals have no incentive to
work hard due to guaranteed employment in the civil service
18
and government-controlled industries. Expatriates are largely
from Egypt and Sudan, and both countries suffer from extensive
bureaucracy, traditional library services and traditional
methods of teaching. As a result, these expatriates have
imported ineffective administrative practices and traditional
education systems into Kuwait.
According to Alqudsi-Ghabra (50):
postgraduate library education was offered by the
University of Baghdad (10-month programme),
University of Riyhad (one year), Department of
Librarianship at Cairo University (two-year diploma
after the BA; three years for the master's and five
years for the PhD) and in Morocco (two-year
programme for the masters). At undergraduate level
there was one programme at Cairo University, two in
Saudi Arabia, one in Sudan, one in Iraq, one in
Libya and one in Morocco.
Salim (51), in his article in 1979, noted that library courses
in the Arab countries concentrate on traditional subjects,
such as the history of Arab libraries, publishing and
cataloguing. Shortage of competent information workers
appears to be the main factor impeding the development of a
national information system in Saudi Arabia. Moreover,
library schools are still traditional in their teaching
methods, and there is a shortage of periodicals, books,
equipment, etc. (52).
In the Arab countries generally, according to Sharif (53),
the poor state of book publishing, lack of literature on
librarianship, lack of professional library associations and
the traditional system of education are all negative factors
affecting the library profession.
	 Salem (54) points out
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that only 1,555 published works were generated from 1947 to
1972 in the Arab countries, or by Arab authors. In 1980, Arab
countries published 7,000 titles out of 144,000 published in
all developing countries (55).
The above examples indicate some of the reasons which are
believed to affect library services in GCC countries
negatively. Other reasons relate to the problems of
cataloguing Arabic materials, of automated processing of
Arabic materials, lack of co-operation nationally and
regionally, etc. In conclusion, a summary list of the reasons
believed to affect the development of library services in the
. GCC countries negatively must include the following items:
bureaucracy
manpower shortages
traditional education system
absence of national libraries
limited role of libraries
poor state of book publishing.
1.4 KUWAIT LIBRARIES - BACKGROUND INTORNATION
1.4.1	 Kuwait Central Library and Public Libraries
'The first library to be established in Kuwait was Al-
Maktabaha Al-ahliaha (People's library). The library was
opened at the end of 1923 by several educated individuals to
be a place for discussion. The library was situated in a
rented house for five years. Throughout these five years, the
library's budget gradually decreased and its administrative
committee ceased to function.	 It is estimated that the
library possessed 1,500 books at the time of its
20
establishment. The library's collection was transferred to
several locations and many of the books deteriorated (56).
In 1936, this library came under the responsibility of 'Al-
maaref' administration (Ministry of Education) and received a
new name: Maktabat Al-maaref Al-aamaha (The Library of Public
Education) (57). In 1957, Al-maaref's administration
established the main public library (Central Library) (58).
In 1958, there were three libraries accessible to the public
(59). In 1980, in accordance with Decree No. 4 of the Amiri
order of 1973, the responsibility for public libraries was
transferred to the National Council of Literature, Arts &
. Letters (NCLA&L). The Decree states:
The NCLA&L can assume the responsibilities of some
ministries which are related to the National
Council's activities (60).
The NCLA&L is responsible to the Council of Ministers. The
objectives of the Council are as follows (61):
- To collect data by surveying the efforts of cultural
organisations.
- To conduct periodical studies and to develop plans for
the advancement of Letters and the Arts.
- To share in cultural and artistic conferences, festivals
and symposia and to exchange, publish and disseminate
original and translated cultural literature.
- To set out the standards of local cultural and artistic
activities and outcomes and to establish the basis of
related competitions and prizes.
- To establish a prize for the best cultural work locally,
and a prize named for Kuwait, for the best work in Arab
countries and a third prize for the best international
work which is related to Kuwait, Arab countries, or the
development of human civilisation.
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In February 1985, the Council of Ministers issued Decree No.
14, relating to the law of deposit for government and
government-related publications (62). Five copies of
government and government-related publications should be
deposited in the Kuwait Central Library. This measure was
tentative and a comprehensive depository law is still under
consideration as the Head of Kuwait Central Library noted,
when interviewed.
Kuwait Central Library occupies an area of 2,985 square metres
in a commercial area of the capital, Kuwait City (63).
Despite its name, 'Kuwait Central Library' does not provide
. centralised services for Kuwait libraries: it is merely the
oldest and largest public library in Kuwait.
In the academic year 1988-89, the Ministry of Education
assumed responsibility for public libraries (Kuwait Central
Library remained under the responsibility of the National
Council of Literature, Arts & Letters) as a result of a
consultative study of the organisational structure of the
National Council of Literature, Arts & Letters. This study
was carried out by the Department of General and Industrial
Administration in the Arab Institute for Planning in Kuwait
(see Fig. 1.4, which shows the place of public libraries in
the organisational hierarchy).
In 1989, the number of public libraries (Kuwait Central
Library
	
included) was 23.	 Two public libraries were
designated for women only; Al-Dasmah women's public library,
established in 1966, and Al-Rumaithiaha women's public
library, established in 1988 (64). At the same time, women
can use all other public libraries. (The reason behind
designating public library services for women only is due to
pressure from religious groups.) Public libraries are always
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situated in a complex which includes a co-operative
supermarket, medical clinic, post office, etc., in each area.
Public libraries are centrally administered and all library
processes from information acquisition to information
dissemination are traditional in nature. The number of
librarians and assistant librarians in Kuwait public libraries
pre-war was 75 (65). Table 1.2 shows the number of all public
library employees, their nationalities and qualifications, as
of 1989.
The job title 'librarian' is designated for those library
employees who have acquired at least a B.A. in librarianship,
or seven years' experience in library work, plus four years'
'excellent' performance grading plus an interview with the
library administration. This system is applied both in school
and public libraries.
The number of employees in Kuwait Central Library is 50, from
different Arab states. Eighteen are Kuwaitis: six have some
formal library education; one has a master's degree in
librarianship and two have a B.A. in librarianship. The other
three have a two-year diploma in librarianship from the
College of Basics in Education in Kuwait. The rest have no
background in librarianship. Promotion from 'assistant
librarian' to 'librarian' is easier in Kuwait Central Library
than in school and public libraries. In Kuwait Central
Library, the Head of the library can nominate an 'assistant
librarian' to be promoted to 'librarian' before the end of the
suggested ten years' experience.
In both public and school libraries and in Kuwait Central
Library, upgrading from 'assistant librarian' to 'librarian'
does not imply a significant monetary reward. Employees'
salaries are subject to Civil Service laws and Civil Service
24
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regulations. Table 1.3 is a schedule of grades and salaries
of the personnel of Government organisations in 1979 (66).
Librarians and assistant librarians fall within the 'General
Posts Group'. The salary is not linked to the job title
librarian or assistant librarian; instead, it is linked to
academic qualifications. Employees working in the library
(especially Kuwaitis) with any B.A. degree will be on grade
IV. Those who acquire a two-year Diploma after high school in
any subject will be on grade V (see Table 1.3).
1.4.2	 School Libraries
In the academic year 1989-90, there were 695 state schools
(67) and 110 private schools in Kuwait (68). At any given
time, approximately 60% of Kuwait population are non-
Kuwaitis, and the private sector is used to accommodate this
diversity of nationalities. There are two types of private
schools, Arabic and non-Arabic. These schools are mainly for
non-Kuwaiti children. Private schools, particularly the non-
Arabic, are better equipped than government schools.
Financially, the government supports both types. Private
schools provide a similar education to the children's native
countries (69). The private sector is supervised by the
Administration of Private Education, through laws and
regulations issued by the Ministry of Education. These 'laws'
- among others issues - deal with school buildings,
qualifications of personnel, and the teaching of Islamic
religion, the Arabic language and History to Muslims. Within
the administration of private education, the Department of
Library Supervisors is responsible mainly for ensuring that
library materials conform with Islam and the customs and
habits of the country.
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While there is no minimum fee stipulated, we do
establish a ceiling figure and a penalty imposed on
any school that violates this. In addition, there
are certain subjects which are compulsory in all
non-Arab schools, such as Arabic, Islamic religion
for Muslims and Social Studies. Inspectors will
systematically visit schools to ensure that all
such requirements have been fulfilled and the
department similarly co-ordinates with the Ministry
of Public Health to determine that pupils entering
the school system have received their necessary
inoculations (70).
State school libraries, on the other hand, function under the
supervision and administration of the school library
administration in the Ministry of Education. Fig. 1.5 shows
the divisions of this school library administration.
As mentioned in the Central and Public Library section, the
Ministry of Education is responsible for public libraries. A
Ministry Decree (No. 16204 on 8 February, 1988), established
a committee to study the best ways of administering public and
school libraries and to suggest an organisational structure
for public and school libraries. 	 The committee consists of
seven members, five of them from school library
administration.	 Fig. 1.6 is a proposed organisational
structure for school and public library administration.
The school library administration issued, in 1986, the
'Directory of School Libraries', which includes the role and
objectives of school libraries. In 1987, the school library
administration issued 'Comprehensive Regulations', which
include the laws and policies for the school libraries. In
the academic year 1989-90, the library administration issued
a 'School Library Programme' which also covers the role, and
objectives of school libraries, and the programmes and how to
apply them.
	
The difference between	 'Comprehensive
regulations' and 'Directory of School Libraries' is that the
28
1
03 ;•.1
4-) =
C.) M
CI) L.)
cn
I 't)
ta	 ti i
co	 v
4-)	 o b.0	 C
a)	 C	 0
;-I	 •I.I	 •1-1
C.)	
.i i	
4.)
a)	 cz
co	 rn	 k
 4.)
k	 ti) 04 •,-I	 rn
cu	 .4.1	 RS	 •ri
VU) C-4 ti..I —..... 0
C	 CA 0 ci-t	 .1-4
-< 44 <	 4
<
tl
RI
k
.0
.,-I
1-.1
C.)
•rl
v—I
4
Z
a.
m,
g
,-18
.00
co
29
0 0(J
C
n•••. ..0 >
C)440.
0J 4)
to
0
0
c.)
30
first booklet is more detailed. In addition, it includes
standards for the physical aspects of school libraries, such
as the library area, building design,
etc.
Table 1.4 shows the number of school library employees
according to sex, nationality and qualifications. As the
table shows, about 72% of the employees were female, and the
percentage of Kuwaitis was about 89%.
1.4.3
	
College Libraries
Public Authority for Applied Education and Training
(PAM)
PAEET was established according to Law No. 63 on 28 December,
1982 (71). The PAAET main objective is to supply society with
technicians and to meet the development needs of national
manpower.	 PAAET includes 15 libraries spread among the
colleges and training centres. The average number of visits
to these libraries daily is approximately 1,000 and the
average number of book loans per day is approximately 450. As
of June 1988, the total number of books stocked was 142,774.
Of this number, 95,148 were in Arabic.
	 The number of
periodicals was 143 foreign and 42 Arabic (72).
The libraries considered and surveyed in this study are the
libraries of the following colleges:
College of Technological Studies
College of Basic Education (male and female)
College of Health Sciences.
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These libraries have been chosen as samples of the PAAET
libraries because of their relatively large collections.
In January 1989, the Director General of PAAET endorsed the
reorganisation of the divisions of PAAET and the objectives
allocated to PAAET administrations. The objectives allocated
to the library administration are as follows (73):
1. Identify and provide PAAET libraries with furniture and
equipment.
2. Provide PAAET libraries with library collections (books,
periodicals, reports, etc.) and with information
technology.
3. Establish the technical organisation systems pertinent to
the collections of PAAET libraries (with the
participation of PAAET librarians and the academic
departments).
4. Conduct the annual inventory and follow-up storage and
financial processes pertinent to PAAET libraries.
5. Prepare the annual proposed budget plan.
6. Prepare periodical reports on the library administration
activities.
7. Prepare proposals for the development of the library
administration and its employees.
Table 1.5 indicates the allocated duties and responsibilities
among library administration personnel, according to an
internal decision by the library administration director. In
fact, the director, by correspondence and meetings, asked
library personnel to participate in writing job descriptions.
33
NAME	 RESPONSIBILITIES
a	 -	 performs the Director's duties when heis absent
- participation in the development of
libraries and library personnel
- responsible	 for acquisition and
selection (books)
b.	 -	 technical	 follow-up	 of	 library
activities,	 e.g.	 inventory,
	 user
services, furniture, etc.
C. .	 -	 responsible	 f or	 acquisition(periodicals)
- responsible for Gift and Exchange
d. -	 follow-up of required books, publishers
-	 statistics of purchased books
e. -	 current union catalogue
f. -	 retrospective union catalogue
g. - listing the purchased books, arrangingbooks and sending them to the College
and Centre Libraries
- participation in the preparation of the
'Arabic Book' for exhibition in the ARF
AMAARD in Mushref *
h. -	 indexing, reference services and
selective dissemination of information(SDI)
i. -	 circulation, shelving, recording and
organising periodicals and reports
* Name of the area and the exhibition place
Note: The above duties plus all duties the Library Director may
require according to job circumstances
TABLE 1.5
THE ALLOCATED DUTIES FOR LIBRARY PERSONNEL
IN THE LIBRARY ADMINISTRATION
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However, the responses were negative; that is, most employees
refused to write job descriptions. This point will be dealt
with in more detail in Chapter 4. It is worth mentioning that
it is not unusual for the employees' duties to be described
rather than the job. Yet, by specifying employees' job
duties, management might have more flexibility and less
resistance from employees in executing work duties than if job
titles and job descriptions were laid down beforehand. A
librarian with a professional librarianship background may
refuse to shelve library books, when this job duty is not
written in his job description. In the absence of job
descriptions, recording the library employees' duties is a
method of control to ensure accountability.
The number of library employees in all PAAET libraries pre-war
was 32 (74). Fig. 1.7 shows their years of recruitment and
librarianship qualifications. The number of employees working
in the library administration was 19; of these, 6 were
professionals and 2 were para-professionals. Thus, the total
number of library employees in the library administration and
PAAET libraries was 51.
1.4.4	 University Libraries
Kuwait University Libraries were established in 1966, which is
the same year as the establishment of Kuwait University. From
1966, the library collection and library services have been
gradually increasing as a result of the increase in university
students. The objectives of Kuwait University libraries are
as follows (75):
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'1. To select, acquire and develop core,
specialised and research collections of print
and non-print materials needed to support
current and anticipated academic,
research and public service programmes of
the university.
2. To ensure systematic and continuing
development of collections of sufficient depth
and breadth, size and scope to support and
enhance curricula of undergraduate and
graduate programmes, research, and public
service activities of the university.
3. To develop and maintain reference and
bibliographic tools,
	
such as indices,
abstracts, serial and periodical publications,
monographs, government documents,
illustrations and other materials deemed
necessary for student, faculty and research
use.
• 4.	 To ensure optimal utilisation of library
resources and access to collections by
organising materials according to
internationally accepted cataloguing standards
and exploiting computer technologies in
cataloguing functions.
5. To assist users in identifying and locating
recorded information, interpreting collection
s, understanding resource organisation and
utilisation of library services.
6. To develop, maintain and promote advanced
information services to enhance academic and
research activities through provision of
reference and referral services, manual and
on-line literature search, current awareness
and selective dissemination of information
(SD/), library instruction and user training
programmes, circulation and inter-library loan
and photocopying services.
7. To select, develop and maintain a professional
and para-professional staff with appropriate
education, experience and skills to man
organisational, technical and service
programmes and activities of the university
libraries.
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8. To plan, develop and maintain an adequate
programme for staff development and training
based on library needs, operational plans,
performance evaluation and career development
plans of individual staff within the context
of university library objectives.
9. To create, promote and support administrative
governance, organisational structure, policies
and procedures and to enhance management
capabilities,	 staff	 supervision	 and
implementation	 of	 library
	
programmes
effectively and efficiently.
10. To develop, utilise and maintain an effective
budget-planning process and financial
management system to support library needs,
expectations and projected growth of the
student population, academic and research
programme and public service activities of the
university.
11. To promote, create and maintain relationships
and communication channels with faculties,
academic departments and other university
offices to ensure immediate response to users'
needs for resources and services.
12. To develop and maintain functional and
attractive physical facilities with adequate
space, acceptable interior design, and
standard furniture and equipment to meet
users' needs, and accommodate library
collections, operations and services.
13. To plan, develop and maintain an integrated
on-line library system and facilitate users'
access to bibliographic and non-bibliographic
information and identification and location of
resources.
14. To promote and maintain co-operation and co-
ordination with national, regional and
international institutions in areas of
resource sharing, information services,
library standards, manpower training, inter-
library loans services, shared acquisitions
and cataloguing and network development.'
Kuwait University Libraries comprise the following libraries
and special units:
• Arts and Education libraries
• Science library
• Medical library
• Commerce, Economics and Political Sciences library (CEPS)
• Engineering library
• Law and Shariah library
• Kuwait Information Centre (special unit)
• United Nations Press (special unit)
• Manuscripts (special unit)
• Audio-visual aids (special unit)
The collections of Arts and Education are located in three
libraries, as follows:
Arts library (male)
Arts library (female)
Education library
University library buildings are located on five separate
university sites, in five separate residential areas. The
maximum distance between two sites is approximately 10 km and
the minimum is about 3 km. Technical library processes are
centralised and conducted by the library administration,
except in the Medical Library which has its own medical
classification system and technical services.
The number of employees in the Library Administration is 52.,
whilst the number of employees in the libraries is 80. Fig.
1.8 shows university library employees according to
qualification and nationality. The large number of employees
in the Library Administration is due to the lack of a uniform
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recruitment policy. The Library Administration became for
several years a dumping ground for failed employees (see
Chapter 4).
1.4.5
	 Special Libraries
Generally speaking, special libraries are those libraries
which have special collections to serve the information needs
of special clients. For the purpose of this study, special
libraries are those other than the following main libraries:
- Kuwait Central Library and public libraries
- School libraries
- College libraries
- University libraries
The exact number of special libraries in Kuwait is not
properly known. Al-Zehery (76) mentioned 30 in a study of
special libraries in Kuwait. The main special libraries in
Kuwait belong either to government or to regional
organisations. In the following paragraphs, background
information about the special libraries surveyed in this study
is given.
1. Kuwait Institute for Scientific Research (KISR)
The National Scientific and Technical Information Centre
(NSTIC) is the information division of the Kuwait Institute
for Scientific Research (KISR). KISR comes directly under the
supervision of the Council of Ministers. Fig. 1.9 shows the
different departments of NSTIC, the objectives of each
department, and the number of information workers in each
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department.
2. The Arab Planning Institute (API)
In 1966, the Kuwait government, with the co-operation of the
United Nations, established the Kuwait Institute for Economic
and Social Development in the Middle East. In 1972, this
Institute was converted to an independent Arab organisation
and was renamed the Arab Institute for Planning. The
Institute involves sixteen Arab countries (77).
The objectives of the Institute are (78):
- to organise the training of specialists and other
employees in government ministries and institutions, who
plan and implement economic and social programmes.
- to provide consultative studies pertinent to social and
economic developments in the Arab countries.
Thus, the activities of the Institute comprise the following:
- training programmes
- symposia, conferences and seminars
- research studies
- consultative studies
The library was established in 1966, to meet the information
needs of the Institute. The number of library employees in
1989 was eight, two with a librarianship background (BA and
Master's degree).
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3. The Gulf Arab States Educational Research Centre (02112)
The Centre comprises:
1.	 Educational Planning Department
a. Educational Planning and Economic Learning Unit
b. Information and Documentation Unit
2. Curriculum Department
a. Training Unit
b. Measurements and Tests Unit
3. Continuing and Adult Education Department
a.	 Monetary and Administrative Affairs
The special library is part of the Documentation and
Information Unit. Its objective is to meet the information
needs of the Centre. The main library users are researchers
in the Centre, educationalists from Kuwait University, the
College of Basic Education and Ministry of Education.
The aim of GASER is to assist educational development in the
member countries. Thus, GASER activities include (79):
- conducting research on temporary education systems in the
member countries
- conducting and supporting Arabic-Islamic education
studies
- communicating and co-operating with education centres in
the member countries, such as ministries of education
- communicating and co-operating with Arabic, Islamic and
international education centres, for the development of
education systems in the member countries.
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4. Organisation of Arab Petroleum Zsgporting Countries (0APEC)
OAPEC is a regional organisation, established in 1968, to co-
ordinate and encourage co-operation among member countries in
the field of the petroleum industry (80). The library was
established in 1974 and consists of three departments:
Acquisitions, Cataloguing and Classification, and Reference
Services. The objectives of the library are as follows (81):
- provision of information pertinent to energy in general
and to petroleum and petrochemicals in particular;
- promotion of information to the General Secretariat and
to the member countries;
- training and development of library staff;
- exchange of information between relevant organisations in
the member countries, in particular, and between Arab and
other countries, in general.
The number of library employees is 10, only one of whom is
qualified in librarianship.
5. Kuwait Central Bank Library
The library was established in the same year as the bank
itself, 1970. Fig. 1.10 is an organisational chart showing
the place of the bank's library in the administrative
hierarchy of the bank administration. The library's objective
is to meet the information needs of the research department.
The number of employees was four; only, one, the librarian,
being qualified in librarianship.
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Director General
Deputy Director
Executive manager for	 Executive manager for
administrative affairs 	 economic affairs
Research Department
Publication, Translation and Statistics Dept
Statistics
1	 1	 1
Translator
	
Printing Unit	 Library
FIG. 1.10
ORGANISATIONAL CHART OF THE BANK ADMINISTRATION
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6. Kuwait 'Fund for Arab Economic Development (MILD)
The KFAED library was established in 1962 to meet the
information needs of KFAED. The main subjects which the
library deals with are:
- social and economic developments of developing countries;
- foreign investments;
- international economic law;
- international, technical and economic assistance;
- evaluation of economic projects;
- international economic systems;
- international banks and currencies;
- • Arab countries: general economics and oil economics.
The library consists of three sections:
a. book section
b. documentation section
c. periodicals section
Seven employees work in the library; three professionals, two
para-professionals, one non-professional and one typist.
7. Water Resources Development Centre (Ministry of Water and
Electricity)
The WRDC library was established in 1969 to meet the
information needs of researchers in the Centre, which is
primarily concerned with water engineering and technology.
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Thus, the main users of the library are the researchers in the
Centre. Other users are Ministry of Water and Electricity
employees, researchers in the water technology field from
other ministries and researchers from Kuwait University. The
number of library employees is three. None of them is
qualified. (The librarian has a licentiate degree in Arts.)
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CHAPTER TWO
LITERATURE REVIEW
In this chapter, background information about relevant
managerial topics will be presented. General management in
Kuwait and relevant literature was discussed in Chapter One.
In this chapter, emphasis will be on relevant work on
motivation, performance measurement and users' needs, and
information workers' competencies, because all of these are
relevant to the current difficulties in Kuwait libraries. In
reality, these topics, which will be discussed in the context
of Kuwaiti libraries in Chapter 7, are all strongly related to
each other. For example, to measure the performance of the
library, its objectives need to be specified in terms of a set
of goals. By having a clear idea about their goals,
information workers' commitment and motivation is expected to
be enhanced, etc.
A brief introduction pinpointing the relevant issues in
'communication' seems necessary because communication has a
profound impact on almost all managerial issues, such as staff
appraisal, motivation and job satisfaction, planning, etc.
The literature reviewed in this chapter is by no means
comprehensive: rather, it is highly selective, concentrating
only on aspects that will subsequently be required.
2.1 COMMUKICATION
Effective communication is vital for the performance of any
organisation. Communication is broadly investigated as a part
of several fields of study, such as mass media, business
administration, sociology, psychology, information science,
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etc. For example, the restructuring of a library organisation
is related to organisational communication, and the promotion
of library services programmes can be related to mass
communication, etc. (1). Thus, library managers may need to
keep abreast of some aspects of communication relevant to
their situation from fields other than librarianship, in
addition to librarianship literature.
Within librarianship literature, library administration
material is that which includes most coverage of certain
aspects of communication, particularly organisational
communication. For example, Rooks (2), under the heading 'The
Influence of the Organisation', considered organisational
communication as a significant factor which affects employees'
motivation, and outlined some techniques and suggestions to
enhance the effectiveness of organisational communication.
For example, he suggested encouraging upward communication by
fostering open-door policies, grievance systems and task
forces. In Kuwait libraries, in general, there has been a
lack of programmes which encourage upward feedback
communication Indeed, the primary available upward
communication has been through subordinate-supervisor
interaction.
McKee (3), under the heading 'The Dynamics of Organisation',
allocated a section to the importance of communication in
libraries. He pointed out, among other things, the existence
of communication barriers and the need to provide strategies
for effective communication in libraries. For example,
dispersed branch libraries were considered by McKee to be a
barrier to communication.	 This applies to a number of
libraries in Kuwait, such as the university libraries and
PAAET libraries.
	
In both organisations, the library
administration is geographically separated from its branch
libraries.	 In Kuwait University libraries, the minimum
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distance between the library administration and the nearest
branch library is about one kilometre, and the maximum
distance from the furthest branch library is about ten
kilometres. In PAAET, the minimum distance is about seven
kilometres and the maximum distance is about eleven
kilometres. Information technology, for instance, electronic
mail, was suggested by McKee as a solution to this barrier.
By electronic mail, staff could communicate frequently
regardless of physical dispersal. Thus, electronic mail
enables management to:
widen communication flow and increase participation
in discussions and decisions within library
organisation (4).
Electronic mail is not yet in use in Kuwait libraries, though
it is expected to be implemented eventually.
Three strategies were suggested by McKee for managers to
increase the effectiveness of their organisational
communication. The first was the open-door policy. The
second was to foster an environment where communication is
encouraged and welcomed. The third was to create
opportunities for communication. An open-door policy requires
a manager (or supervisor) to be available to his subordinates
when he is needed. An effectively listening manager or
supervisor undoubtedly will encourage communication. Teams
and matrix structures are opportunities for formal and
information communication (5).
A very useful analysis of communication in libraries can be
found in Improving communication in libraries by Conroy and
Jones (6). The book is divided into three parts. The first
part discusses communication barriers, structures and models.
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The second part talks about centres of communication transfer,
such as person to person or groups, and about communication
skills and conflict. The third part discusses communication
and change. Managerial issues and elements of personnel
management, such as motivation, staff training and
development, staff appraisal, leadership, conflict, etc., are
all treated from a communication perspective. Although the
book is useful to librarians in general, its emphasis is
mainly on the library manager's role to enhance communication
in the library. One method, for example, is delegation.
Delegating some of the managers' responsibilities will free
them to concentrate on other important issues and, at the same
time, prepare and train the staff to take more responsibility
(7). There is a lack of such delegation in Kuwait library
administrations.
Another example is how to conduct an effective meeting.
Conroy and Jones provide useful suggestions such as
determining the purpose of the meeting, who should
participate, etc. (8). Examples of some of the strategies to
introduce 'change' (such as library automation) were the
following (9):
- involve personnel, especially departmental
heads and supervisors, in planning for the
change ...
- identify key supporters of the change and
discover the reasons for their support ...
- identify key resistors and discover their
rationale for opposing the change ...
- assure staff of continued two-way exchanges of
information ...
- help individuals see themselves as part of the
change ...
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Plans for library automation are in existence in most Kuwait
libraries (see Chapter 6).
The authors regard the most important factor for effective
organisational communication as being the manager's attitude
towards communication, such as respect for the employees'
right to information.
	
Another important factor which
influences communication is the management style.
Participative managerial style will result in more effective
communication than a bureaucratic managerial style (10).
2.2 STAY? MOTIVATION
Keywords such as burn-out, alienation, stress, are all related
to motivation and job satisfaction. In the context of Kuwait
and other Gulf States libraries, there is little literature
with regard to motivation and job satisfaction.
As mentioned in Section 1.3.1, almost all libraries in GCC
countries are parts of government organisations. Government
organisation employees are civil servants, subject to the
Civil Service Laws and Civil Service Regulations. As becomes
evident from reviewing the general management literature in
Kuwait (Section 1.2), a number of shortcomings in managerial
practices can be recognised. General management practices in
Saudi Arabia are similar to those in Kuwait.
A symposium concerning the need for incentives in the Civil
Service Law in Saudi Arabia was held in Riyadh, Saudi Arabia,
in 1982 (11). Six studies of employees' incentives were
presented. The objectives of the symposium were to (12):
discuss and recognise the concept of incentives in
context of management theories.
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evaluate the importance of incentives in the Civil
Service Laws and identify the impact of incentives on the
employees' productivity and commitment.
- identify the role of management and employees in the
development and implementation of incentives on the basis
of employees' performance.
Al-Kabani's study dealt with Civil Service Law related to
employees' incentives. He noted that the ease with which the
regulations related to incentives could be set out depends on
the kind of incentive. For example, it is easier to set out
laws for monetary incentives than non-monetary incentives,
such as letters of commendation. In addition, Al-Kabani noted
that it is essential for the employee's motivation that he
knows the outcome of his performance, as shown in his
performance evaluation report, which is not the situation in
Saudi Arabia (13).
Al-Zamel and Katab's study tackled the effectiveness of Civil
Service Laws related to incentives in terms of the performance
of employees. Four kinds of incentive were investigated by a
questionnaire survey, filled in by a number of civil servants
from various job positions. The four kinds of incentives are:
1. incentives related to the work itself;
2. monetary incentives;
3. incentives related to relationships in the work place,
such as the relationship between the supervisor and the
supervised;
4. incentives related to the physical work environment and
to management policies and procedures.
The study revealed a number of shortcomings in to the
incentive system, as follows:
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job promotion was not adequately linked to performance;
- employees lack information concerning to work policies,
procedures and information about training, scholarships
and retirement;
managers and supervisors do not encourage employees to
implement what they had learnt after attending a training
programme;
- scholarships and training systems were not linked to job
positions and job duties;
- employees' qualifications were not compatible with their
job positions and job duties;
- employees were not allowed to participate in decision-
making (14).
Al-Kablan and Aun-allah (15) investigated the implementation
of incentives in the civil service system. Data were
collected from a questionnaire filled in by two hundred and
fifty of the trainees in the General Management Institute in
Riyadh in 1982. It is worth noting that the trainees occupied
supervisory positions. Thus, presumably for this reason, some
of the criticism was aimed at employees rather than
supervisors or managers. For example, the result of the study
showed that employees were thought to be incompetent and very
dependent on their supervisors in performing their duties. In
addition, employees (the supervised) do not propose
development ideas or methods in their jobs after attending
training programmes. Non-monetary incentives were ranked very
low by supervisors.	 Finally, supervisors described the
employees' performance evaluation system as adequate.
The symposium ended with a number of recommendations in order
to enhance the effectiveness of the incentives system in Saudi
Arabia. Some of the recommendations were as follows (16):
- conduct a study about raising salaries;
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- link monetary incentives to employees' performance;
- link promotion to employees' performance;
- delegate some of the management responsibilities to
employees, and encourage employees to express their ideas
about job difficulties;
use non-monetary incentives such as letters of
commendation;
- managers and supervisors ought to play a role model for
the employees in the work place;
- the employee performance evaluation report should be open
to examination by the employee in question, and should be
discussed between the supervisor and the supervised;
- there is a need for a general national plan for training;
- employees' qualifications and experience ought to be
compatible with their job positions and job duties.
In a library context, Aman and Zehery (17) reviewed Kuwait
University libraries' administrative organisation, financial
procedures, personnel services, and the physical quarters of
university libraries. A number of administrative
shortcomings, (which undoubtedly have a negative impact on the
employees' motivation and commitment to their jobs) was
mentioned in the report. Kuwait University libraries suffer
from acute bureaucracy. This bureaucracy is created from
inside and outside the University, though the University is
nominally independent. However, Civil Service Laws, Ministry
of Education and Ministry of Finance all interfere and
restrict the University in its ability to:
operate as an independent autonomous academic
organisation free from red tape, bureaucracy and
outside political influence (18).
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Inside the University, the Director of University Libraries
has been limited in his authority due to the committees which
govern him. These committees could not understand the
professional needs of the Director when they were presented.
There were communication gaps at all levels. Procedure
manuals, written policies, job descriptions and clear lines of
authority were all absent on a library-wide basis. Staff were
encouraged to propose their ideas, but these ideas were not
supported by administrative decisions, or budget allocations.
There are serious administrative bottlenecks which
are hindering the flow of work at all levels (19).
The Library Director had no direct access to the Rector. The
Vice-Rector for Planning and Development, who is responsible
. for the library, was loaded with other responsibilities.
Salaries were low, in general, compared with salaries in the
private sector. There were inequalities between the salaries
paid to Kuwaitis and non-Kuwaitis holding the same
qualifications and experience. Meanwhile, all who had
acquired a BA degree were paid the same, regardless of their
experience and professional background. Administrators had no
authority to provide monetary incentives to excellent staff.
There were almost no salary increments for non-Kuwaitis.
Young	 Kuwaitis	 aspired	 to	 higher	 administrative .
responsibilities regardless of pay, and prestige is considered
most important. There was a concentration of unqualified,
ineffective employees in crowded offices. It was not unusual
for employees to waste considerable time during their work
hours (20).
A number of recommendations was provided by the authors to
counter these administrative shortcomings. For example (21):
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- There is a need to improve salary scales for
all employees of Kuwait University libraries;
- Salary discrepancies between Kuwaitis and non-
Kuwaitis should be eliminated. A job
classification and pay plan should be
developed;
- Only professional tasks should be assigned to
professionally-qualified individuals;
- Departmental heads should be authorised to
give incentives to employees who excel in
their work;
- Every attempt should be made to improve staff
morale. Crowded offices contribute to
inefficiency, apathy and a feeling of not
being appreciated by the library or the
University. Crowded offices encourage
socialising and conversation which disrupts
work and reduces productivity. The offices
should be private, spacious, clean,
comfortable and properly equipped. A staff
lounge could be established to give
professional and non-professional staff an
opportunity to get together during breaks or
on special social or educational occasions.
Motivation and job satisfaction are complex managerial issues
and depend on to a number of variables. In 1988, Shield (22)
stated that:
Recent research shows that motivation is a complex
process and is not just the result of individual
needs. It is affected by such variables as
environment, attitudes to work, social comparisons,
feelings about fairness and expectations about the
likelihood of valued outcomes being forthcoming.
Jones and Jordan (23), writing about job satisfaction,
commented that:
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It is derived from the interaction between the
individual's own attitudes, the nature of the tasks
and of the work group, the management styles and
the influence of the outer environment (financial
constraints, political policies, technological
innovation).
As is the case with some of the managers interviewed in this
study, managers may not accept responsibility for motivating
their staff. However, despite the complexity of staff
motivation, managers must assume responsibility for creating
a work environment where staff can develop and become
committed to their work responsibilities. Motivation of staff
is an extremely important factor for any organisation if it is
to successful. Managerial problems, such as high turnover
among junior staff, low staff morale, absenteeism, persistent
lateness, are all associated with motivation and job
satisfaction. Some employees are strongly self-motivated,
whilst others are not. Library managers and supervisors need
to be aware of the factors affecting staff motivation.
Knowledge of motivation theories could help library managers
to affect positively the behaviour of their staff.
A widely cited motivational theory in the literature (24) is
Maslow's hierarchy of needs (Fig. 2.1) (25). As illustrated
in the diagram, this suggests that the higher needs are not
attainable unless the lower needs are satisfied. Rooks, in
1988, concluded that as regards with the lower-order needs of
the individual in library work environment, 'physical and
security needs are not lacking fulfilment for most library
jobs', and that (26):
The key to higher productivity in libraries through
motivated employees has to focus on the higher
levels in Maslow's hierarchy of needs.
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Here, it is important to note that, in Kuwait, non-Kuwaitis
may lack security because their jobs are on a temporary basis.
Self Actualisation
(fulfilling one's potential)
Esteem or Ego Needs
(e.g. success or self respect)
Social Needs or Belonging Needs
(e.g. identification, affection, friendly contacts)
Safety Needs
(e.g. security, order)
Physical Needs
(e.g. shelter, material, life-support)
FIG. 2.1
MASLOW'S HIERARCHY
Another major theory of staff motivation is that of McGregor
(27) who, in 1960, developed Maslow's ideas into theory 'X' -
of lazy workers who need constant supervision by managers -
and theory 'Y' - of hard-working and responsible staff who
need the right atmosphere of encouragement to fulfill their
higher-order needs and benefit the organisation.
The third major theory is that of Herzberg (28), who also
developed Maslow's ideas. Herzberg identified negative and
job dissatisfiers and positive satisfiers, as follows:
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Negative job dissatisfiers:
- policy and administration
supervision
- relationship with supervisors
- work conditions
- salary
Positive job satisfiers:
achievement
- recognition
- the work itself
- responsibility
- advancement
Plate and Stone (29), in 1974, applied this theory (on its
negative side). They reported that:
Respondents attacked rigid policies, the tenure
system, staff cutbacks, inadequate budgets,
misguided priorities and the lack of information
necessary to make rational decisions. Some
expressed a general feeling of helplessness in the
face of institutional policy and administration.
A theory which has a direct practical implication is Hackman
and Oldham's (30). This theory has had some influence, in
recent years, on managers to motivate their staff through job
enrichment and job enlargement. They suggested that the job
could be redesigned by, for example, combining tasks or adding
autonomy to change positively the attitude and the behaviour
of the worker (31). These notions should be applied with
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caution. Not all employees will be motivated by enlarging or
enriching their jobs. However, 'some employees who value the
higher order needs of growth, autonomy and responsibility, may
well be motivated by enlarging and enriching their jobs' (32).
2.2.1
	 Stress in the Library
Recently, some topics that are closely related to motivation
and job satisfaction, such as stress in the library and burn-
out, have been investigated more widely. It seems that the
initial difficulty of investigating stress in the library
arises from defining stress. For example, does stress mean
the maximum state of dissatisfaction? Physical symptoms of
stress, such as fatigue and headache, have been emphasised by
some researchers, but these symptoms might well be a result of
causes other than stress.
Sources of stress and methods of coping with stress identified
by Bung (33) and Hodges (34) were very similar to job
dissatisfiers and methods of motivating library staff. The
following can be identified as the sources of stress and
methods of coping with stress:
a.	 Sources of stress 
- quantitative or qualitative overload
repetitive unchallenging jobs
unsatisfactory relationships with library clients and
staff
- lack of recognition of the libraries' role and value by
people outside the library
lack of positive feedback from supervisors
- poor physical working conditions
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b. Methods of coping with stress 
- job redesign
- good organisational communication
- participative decision-making and more control by the
employee over his work
- improving the fit between the competencies of the
employee and his job.
2.3 FZE/ORNANCIL MARINI:NM AND USERS' NEEDS
In recent years, interest has grown in measuring libraries'
performance. Benefits gained by implementing performance
measurement techniques are widely cited in the literature.
For example, 'justifying expenditure, deciding service areas
of priorities, and identifying problems and weaknesses of
library services' (35) are all natural outcomes of measuring
libraries' performance. Yet, despite obvious benefits, not
many libraries are measuring performances. For example, in
the UK in 1987, more than half the library authorities were
not applying performance measurement systematically (36).
Meadows (37) provided the following five reasons behind the
lack of implementing performance measurement in public
libraries in the UK.
1. Cost, lack of motivation and of local authority support;
2. Limited resources prevent the changes, suggested by
assessment, being carried out;
68
3. Relevant measures may not be known, or seem inadequate or
inapplicable;
4. Simple measures may mislead, while more complex ones may
be too time-consuming and expensive;
5. Librarians may wish to avoid possible highlighting of
inefficiencies in their services.
In respect of Arab countries, language could also be a
barrier. As mentioned in Chapter One, there is a lack of
publications in Arabic on librarianship. Performance
measurement manuals and publications are no exception.
Performance measurement manuals are important tools which
assist libraries wishing to measure their performance. An
example of a useful and easy-to-use manual is Measuring the
Performance of Public Libraries: a Draft Manual, by Moore.
Use of such a manual could help, for example, Kuwait public
library administration to decide on the kind of data that need
to be collected. For instance, to measure the circulation
rate requires the following data:
- population served
- number of books borrowed per annum
total book stock (38).
Another study which might be useful for the Kuwait situation
is Proposed Standards for University Libraries in Saudi
Arabia, by Isa (39). Kuwait and Saudi Arabia are very
similar. They have the same language, religion, culture, etc.
In addition, they are experiencing similar management
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problems, such as lack of qualified librarians and a large
number of expatriate personnel. Isa (40) comments that:
The standards are minimum and should be revised and
reviewed periodically. The standards could be
applied to University libraries in other Arabic
countries with high Gross National Product (GNP)
with necessary modifications.
Isa identified and proposed these standards by surveying
selected librarians, library educators and administrators
working in Saudi universities. The same people were invited
to comment on the proposed standards. They agreed that the
standards proposed were the minimum to help upgrade university
library services. In addition, standards in the literature,
availability of financial resources to Saudi Arabia
universities and the immediate and long-term development needs
of the country were taken into consideration in proposing the
standards for Saudi Arabia University libraries (41). The
following areas were covered for the proposed standards:
- library objectives
- collections
- staff
- organisation of materials
- services
_	 facilities
- administration
- budget
Some of the standards in these areas were very specific and
quantified and could be easily applied for evaluation or
planning purposes, whereas others were more general and could
be used as guidelines, or could be specified as needed. As is
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known, some aspects of library operations or services can be
more easily quantified than others; for example, counting the
number of reference questions answered in contrast to how well
these questions are answered, which requires information from
library users. What follows are some examples of Isa's
proposed standards.
In the area of library objectives, all the standards proposed
were general, such as the following (42):
- To support the educational programmes of the
University, providing necessary
bibliographical and non-print materials.
- To provide for research by the students and
faculty of the University.
In the area of library collections, Isa defined a volume as
(43):
a physical unit of any printed, typewritten,
handwritten, mimeographed or processed work
contained in one binding or portfolio, hardbound or
paperbound, which has been catalogued, classified
and/or otherwise prepared for use.
Almost all the proposed standards were specific. 	 The
following are some examples (44):
_	 The university library shall have a basic
collection of 130,000 volumes.
- The library shall acquire 25 volumes per
student per year.
- The library shall acquire 160 volumes per
faculty member per year.
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With regard to audio-visual materials, Isa proposed the
following standard (45):
- The library shall provide audio-visual
materials and service as aids to campus
instruction and research.
The author then adapted the guidelines for audio-visual
materials from Media Programmes: District and school, 1975-
1977 (46) to fit the needs of Saudi Arabian university
libraries.
In the area of staff, the standards are specific, for example
(47):
_ There shall be three professional librarians
for each 500, or fraction thereof, full-time
equivalent (FTE) students up to 10,000 in the
university library in Saudi Arabia.
- The professional librarian shall have the
status and salary of a member of the teaching
staff.
- The professional librarian shall be a college
graduate with a bachelor's degree in Library
Science.
- There shall be a ratio of one professional to
two non-professionals (clerks and attendants)
to carry out non-professional duties in the
library on the staff of every university
library.
It is noteworthy that para-professional staff, who are very
important for a university library to function adequately,
were not mentioned in the 'standards'. The para-professional
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staff are those library assistants who acquire a diploma in
library education (less than a Bachelor's degree).
In the area of organisation of materials, the 'standards'
pointed out the importance of easy access and that library
materials in general should be arranged on the shelves by
subject. No specific classification system was mentioned in
the 'standards' (48).
Standards on 'library facilities' deals with the library
building, space required for books, seating requirements, and
space required for administrative activities. The following
are some examples (49):
- The university library should be centrally
located in the university campus and easily
accessible to the students and faculty members
of the university.
- The seating requirements for the university
library shall be one seat for every four FTE
students.
- Each library seat shall be assumed to require
twenty-five square feet of floor space.
- Space required for books shall be as follows:
a. 0.19 square feet per volume for the first
150,000 volumes;
b. 0.22 square feet per volume for the next
150,000 volumes.
With regard to the library budget, six to eight per cent of
the university budget should be allocated to the library.
Library staff salaries ought to be paid from the total
university budget (50).
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In the area of 'administration', it was implicit in the
standards that the Head of the Library should be a 'Dean', and
of Saudi nationality. Isa described the Dean of Libraries as
(51):
A senior Saudi administrative officer whose
position should be so recognised in formal and
informal relationships with the university
administration and faculty.
It is worth noting that the qualifications and years of
experience required of the Dean of Library Affairs, or his
Deputy, and of the Library Director were not mentioned in the
standards.
Finally, in the area of library services, the standards
include the kind of services the university library should
provide. Library instruction, indexing and abstracting
services, literature searching and photocopying services were
included in the proposed standards (52).
However, consistent and regular contact with users - students
and academic staff - by interviews, questionnaires or
unobtrusive observation, were not included in the 'standards'.
Users' opinions and satisfaction about library services are an
essential component in the evaluation of library services and
their development. It is noteworthy that it seems that the
proposed standards were not implemented in any of Saudi
Arabia's universities.
In recent years, a number of articles have advocated that
libraries ought to adopt a user-oriented approach. Stevens
(53), describing a user survey carried out in 1989, noted that
the main objective was to find out about the communities
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served by the library and how well the service covered the
county, as well as developing performance indicators.
Hannabus (54), in 1989, indicated the importance of user
satisfaction as a measure of performance. Line (55) argues
that, in educational institutions, librarians must evaluate
the performance of the library in meeting the real needs of
students.
A detailed study of users' attitudes towards the services of
three university libraries in Saudi Arabia was conducted by
Ashoor (56). The study highlighted shortcomings in the
library services of the universities in question from the
users' point of view. The purpose of the study was to assess
the attitudes of students and academic staff towards library
services and resources and their involvement in the
development of library resources. Three universities were
investigated:
- The University of Petroleum and Minerals (UPM);
- The University of Riyadh (UR);
- King Abdulaziz University (KAAU) (57).
Ashoor collected data about users' attitudes via a
questionnaire survey. The whole population of academic staff
(1,514) and ten per cent of the student population (1,500)
were surveyed. The usable responses received were 361 from
academic staff and 620 from students. In addition, some data
were collected by interviewing librarians and departmental
heads and by gathering documents from library records (58).
Several conclusions were drawn, as follows:
- Faculty and students at UR and KAAU considered the
library resources and services as inadequate to meet
their information needs.
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- Lack of efficient technical services, readers' services
and public relations were the problems that prevented
library users from satisfying their information needs,
particularly at UR and KAAU.
- Factors such as degree, nationality and specialisation
were found to influence the attitudes of faculty towards
library services and their involvement in the library.
Faculty and students at the three universities were not
adequately utilising library services or improving its
resources.
_ Faculty and students, particularly UR and KAAU, viewed
librarians as incompetent to serve their information
needs.
In his interpretation of the results, the author explained the
differences in the faculty and students' views about libraries
services for the three universities, and why there was a
limited usage of library resources. For example, the
percentage of faculty satisfied with library services at UPM
was more than the percentage of faculty from the other two
universities under investigation. Ashoor provided several
reasons, some of which were that UPM library had a strong
library collection, better qualified staff and a variety of
library services (59). For example, at least eight
professional library staff from UPM were trained in the United
States and were working as departmental heads, whereas all
professional library staff from the other two universities
were trained in developing countries, such as Egypt, India and
Pakistan (60).
Another example is faculty involvement. Faculty involvement
was defined by Ashoor (61) as:
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1. Faculty participation in building up the
book and journal collections in the
various subject fields.
2. Faculty utilisation of library resources and
services in their teaching and research
activities, and their demands of the students
to use the library.
3. Faculty frequently meet with the library staff
to discuss problems of common concern in an
effort to find solutions to such problems and
advance library services.
Generally, in the three universities, faculty involvement was
very low. From library statistics and faculty and students'
responses, the main reason behind this result was the methods
of teaching. Students were limited to lecture notes and text
books. Ashoor recommended that in-service training was needed
for faculty where the library can play a larger role in the
• educational programme (62).
2.4 INFORMATION NORMS' COMFITINCIZA
The main objective of library schools is to supply the market
with competent information workers. Continuous communication
between educators and practitioners in a rapidly growing
information market is one important method for the development
of library school curricula, to fulfil this main objective.
A number of studies have been conducted to identify and
measure information workers' competencies, to emphasise
subject areas to be included in library school curricula, or
to reformulate the library school curricula.	 Some relevant
examples are given below.
The Library and Information Science School in Leeds
Polytechnic has recently reformulated its BA programme (63).
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A pluralistic strategy has been adopted, in the sense that the
programme is broad and an open approach is adopted. Four
themes were emphasised in the programme (64):
1. Developing a coherent conceptual framework.
2. Identifying a skill base and encapsulating
this in the programme.
3. Achieving structural balances between
selectivity and generality, coherence and free
choice.
4. Incorporating strategies to facilitate the
general educational development of the
students, particularly in a time of rapidly
changing student profiles.
The programme emphasises the individual student's academic,
vocational and personal development. Thus, the student is
able to select from a variety of courses. Courses from other
schools in the polytechnic are also available. To preserve
the coherence of the programme, guidance from faculty is
offered to students. In addition, a compulsory foundation
level of the programme for all students exists, where students
learn basic information and personal transferable skills, and
understand the dimensions of information study (65). The
purpose of the programme is to develop independent learning
and to produce professionals who are creative, effective and
critical. Employers want imaginative and flexible
professionals: the programme is designed to produce such
professionals (66).
Collier (67), in an academic library setting, included a
number of IT skills as necessary for library and information
studies students, such as word processing, on-line searching,
text retrieval, and indexing. Some of these activities are
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already being implemented in Kuwait libraries; for example,
on-line searching and word-processing in NSTIC and Kuwait
University libraries.
Buttlar and Du Mont (68), in their survey of 1915 alumni of
the Kent University School of Library Science, found that the
five most important competencies in libraries are:
- knowledge of bibliographic tools
- inter-personal skills with patrons
- selection and evaluation of printed
library materials
- conducting reference interviews
- reader guidance
and non-printed
In addition, the type of work setting affects the perceptions
of librarians regarding the importance of competencies. For
example, selection and evaluation of library materials was
rated by school librarians as the most important, whereas
knowledge of bibliographic tools was considered the most
important by academic librarians (69).
A comprehensive investigation of information workers'
competencies is contained in New Directions in Library and
Information Science Education, by Griffiths and King (70).
The project is a result of a contract between the Office of
Educational Research of the United States Department of
Education and King Research, Inc., to identify the
competencies expected of information workers, and to determine
the educational requirements needed to attain them. In their
project, the competencies were defined in terms of three
components: knowledge, skills and attitudes. Identification
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of competencies was determined by critical incident technique,
task analysis and literature review. The competencies
identified were then validated by peer reviews. Competencies
were listed according to work settings (e.g. public
libraries), functions performed (e.g. cataloguing) and
professional level.
One important conclusion of the project is the increasing need
for information professionals in the U.S.A. with a subject
background to BA level, particularly in science (71). Another
important conclusion is that
the responsibility of ensuring that professionals
acquire the necessary competencies lies not only
with the domain of educators but also with
employers as well.
• Continuous communication between employers and educators will
modify competencies required as necessary (72).
In Saudi Arabia, Ashoor and Chaudhry (73), in their overview
of the training programmes and continuing education activities
for professional and para-professional librarians, pointed out
the need for evaluating library education in Saudi Arabia.
These authors (74) note that future librarians should be
competent in managerial skills in addition to skills in IT.
They further recommend (75) that teaching ought to be in
English, not Arabic, particularly in library graduate
programmes, because most of the texts and readings are in
English, a large proportion of the faculty do not speak
Arabic, and most of the resources which librarians will handle
are in English.
Al-Musalam (76), in her study of credit-hour girls secondary
school libraries, identified a number of shortcomings which
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undoubtedly have a negative impact on school librarians'
motivation, performance and competencies.
The credit-hour system in secondary schools is based on the
idea of credits. For students to graduate, they must finish
at least 40 credits. On the basis of the number of hours,
some of the instructional courses taught are equivalent to one
credit and others to half-credit. For one credit course,
classes meet five hours a week in a semester and for the half-
credit course, they meet three hours per week in a semester.
The semester consists of fifteen weeks. The whole period at
secondary school is eight semesters.
The system consists of the following courses:
- compulsory core study courses (21 to 23 credits)
- field of specialisation and complementary courses (5 to
12 credits)
- elective courses (5 to 12 credits) (77).
All eight Kuwait credit-hour girls' secondary schools were
surveyed. The author collected data by interviewing one
hundred and sixteen head teachers, by questionnaires filled in
by twenty-one librarians and by personal observation. The
purpose of the study was to describe the physical layout of
the libraries, to identify the role of the library in meeting
curricular needs and to identify the perception of librarians
of their roles in the school (78). The main problem facing
credit-hour girls' secondary school libraries was the
librarians' low morale and lack of professional recognition
(79). The complaints of librarians were that they are
insecure, not recognised as professionals, denied the
81
privileges of the high salaries teachers receive, and
overloaded by routine tasks which could be handled by non-
professionals, such as photocopying (80).
Credit-hour secondary school libraries were ill-equipped.
Only four of the eight libraries had some audio-visual
equipment, such as projectors and cassette players, and even
they lacked the software to use the equipment. Moreover,
librarians felt that they were incompetent in handling audio-
visual materials and preferred dealing with printed materials
only (81).
Most of the head teachers expressed their dissatisfaction with
library services. Many thought that communication with the
library was a waste of time. Official organisation of liaison
between librarians and head teachers was non-existent (82).
A number of recommendations was put forward by Al-Musalam, as
follows (83):
librarians' complaints should be seriously considered;
librarians should promote their library services
creatively to attract users;
meetings between librarians and teaching staff should be
organised officially;
librarians should stop preventing students from checking
card catalogues out of fear that the cards will become
out of order.
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It seems that some explanations were lacking from Al-Musalam's
study. For example, she did not answer in answering the
following questions:
- what are the reasons behind the incompetency of
librarians in handling audio-visual materials?
- what are the nationalities of the librarians who felt a
sense of insecurity (Kuwaitis versus non-Kuwaitis)?
- does the organisation of official meetings between
teachers and librarians necessarily result in better
communication between the two groups?
Al-alay (84), in his study in 1989, surveyed all seventy-two
boys' intermediate schools. The population of the study
comprised seventy-two social studies teachers, seventy-two
school librarians and all seventeen inspectors of social
studies. The purpose of the survey was, among others, to:
- identify the availability of printed and non-
printed library materials;
- measure the extent of co-operation between school
librarians and social studies teachers;
- identify the difficulties facing the library
regarding its staff's and students' information
skills training.
Regarding library staff, according to Al-alay, boys'
intermediate school librarians were incompetent. In addition,
there was a shortage of librarians and assistant librarians.
Among the recommendations of the study were training
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programmes for librarians and assistant librarians. In
addition, Al-alay recommended the need for reviewing school
library employees' job descriptions (85).
A detailed competency-based study for Kuwait was conducted by
Abdel-Motey (86).	 By comparative analysis of relevant
competency-based studies, Abdel-Motey identified 108
competencies required of library media specialists. From
these one hundred and eight competencies, forty-one were
selected to be surveyed in a questionnaire. The population of
the survey comprised practitioners (school librarians,
supervisors of school libraries, school teachers of library
studies) and educators (higher education instructors of
library and information studies in Kuwait, higher education
instructors of educational technology in Kuwait) (87). The
purpose of the study was:
- to determine the competencies necessary for
school library media specialists in Kuwait
according to both practitioners and educators
in the field;
- to measure the value of school library media
specialists' competencies for a bachelor
degree programme and for on-the-job training;
and
- to investigate any possible differences
between the practitioners' and educators'
assessment of school library media specialist
competencies.
On the basis of respondents' ranking, competencies were
classified as high, medium or low in the suggested programme.
Abdel-Motey recommended that those competencies which ranked
as 'high' should be given high emphasis in the BA programme,
and similarly 'medium' and 'low' should be given medium and
low emphasises (88).
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Some competencies were not originally in the survey and were
added by the respondents. The author recommended that these
competencies should be considered in the formulation of any
educational programme for school library media specialists,
because these additional competencies reflect the specific
work circumstances in Kuwait and its characteristics as an
Arabic Islamic society (89). (Examples are the need to be
competent in the use of Arabic subject headings and Abo-Noor's
classification system (90)). What follows are some of the
areas of competencies added by respondents (91):
- Knowledge of librarianship in Arab countries.
- Participation in the evaluation of students'
activities such as report writing or other
research activities.
- Knowledge of a second language.
- Planning a school library budget.
- Ability to conduct research and prepare cost
and statistical studies regarding the
activities and programmes of the school
library media center.
The suggested competencies for the BA programme were needed in
the near future; so, the author recommended that these
competencies should be reviewed and updated. Finally, the
study revealed that there was a significant difference between
the educators' and participators' views concerning the value
of competencies for a BA or other levels of educational
programmes. Therefore, similar studies would lead to a better
understanding of competencies needed for various educational
levels (92).
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2.5 SUMUIRY
An extensive search for library management literature has been
conducted both manually and on-line. The literature included
in this chapter is purely that which seems relevant to library
management problems in Kuwait. This literature review has
looked at the essential theoretical and practical approaches
to relevant library management problems in Kuwait, such as
motivation theories and managerial techniques and methods
(e.g. delegation). It has also described managerial problems
in situations similar to those in Kuwait.
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CHAPTER THREE
METHODOLOGY
Checkland's soft systems methodology (CSSM1) is adopted in this
study as a method for modelling the situation in Kuwait
libraries.
	 In this chapter, this methodology will be
described. The reasons for adapting this methodology and a
description of the use of the methodology in this study will
be presented. Examples of the applications of the methodology
will also be given.
3.1 MASONS FOR ADAPTING CHECRLAND I S METHODOLOGY IN THIS
SAW
A number of research methodologies exists to investigate
various management problems in various organisations as well
as in libraries. Some of the methodologies and techniques
that can be used are hard systems methodology, operations
research (OR), quantitative research, scientific method, etc.
In general, what is common to all these methodologies is that
there is a clear idea about the problem under investigation or
the hypothesis to be verified or tested. For example, in OR,
a fundamental step is to formulate the problem, by the use of
a mathematical model, in such a way that the researcher can
seek an optimal solution. Another common factor between these
methodologies is that cultural factors are not incorporated in
their structures.
The topic of this study is personnel management problems in
Kuwait libraries. This topic developed gradually (see next
section). There was initially a vague idea about what
constitutes the problems (if they are present at all) and how
to tackle them, etc. In addition, the methodology must take
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account of cultural differences, meaning that the outcome of
suggested changes must be applicable to the particular
situation under investigation or (with caution) in a very
similar environment. In fact, cultural factors have been
incorporated quite clearly in Checkland's Soft Systems
Methodology (CCSM) (see Fig. 3.1), which is the process of
soft system methodology, developed recently (1).
It is worth noting that at one stage, while CCSM was being
applied, hard systems analysis was also invoked in tackling
the problematic situations extracted from the first and second
surveys.
	
	
However, it became evident that soft systems4--
analysis was more appropriate, not least because of the lack
of, and disorganisation of, library statistics relating to
Kuwait libraries.
Finally, the flexibility of the methodology makes it
adaptable, and so able to accommodate the wide range of this
study, covering personnel management issues in all Kuwait
libraries.
In addition to the above main reasons for adapting CSSM, the
following are some additional advantageous characteristics of
the methodology:
. The methodology is a mixture of theory and practice. It
has its own terminology and it is structured in clear
stages. Moreover, the methodology tackles real-world
problem situations in an attempt to improve them.
. The methodology is a learning tool which is related to
the nature of human activity systems. That is, the Root
Definition is only one way of describing the actual human
activity system (2).
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THE DEVELOPED FORM OF SOFT SYSTEMS METHODOLOGY
9L
By applying the methodology, cognitive skills (such as
perceiving, comparing, deciding and coping skills), are
put into practice.
A seemingly disadvantageous point is that the methodology is
time-consuming. For example, apart from the skills needed to
apply the methodology, it (implicitly) requires interviewing
people in order to describe thoroughly the situation in the
Rich Picture. Another point that might be regarded as a
shortcoming is that the outcome of the process is ultimately
decided by problem owners. It is possible that problem
owners will never agree with the outcome of the process. On
the other hand, this same point might be regarded as a
strength on the basis that, if people are not persuaded by the
suggested solutions, they can beat the system anyway. The
third point is that the methodology's results cannot be
generalised.	 They are limited to the situation under
investigation, or (with caution) very similar situations. In
addition, it is an open-ended methodology. That is the
changes suggested could possibly lead to new problem
situations that would need to be tackled.
The Present Study and Checkland's Methodology
The topic of this study has been defined gradually. The study
started with general readings in 'library services' and the
development of library collection literature. In addition,
discussions were conducted with librarians from Loughborough
University Library. The main factors believed to influence
the development of library collections were pinpointed (Fig.
3.2). From Fig. 3.2, it was decided to concentrate on library
personnel management. The reason is that this factor is not
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only the most important factor in the development of library
collections, but also in the development of library services,
operations, etc. In addition, the author through his work
as a lecturer in the Library Science department in PAAET, and
particularly while conducting practical programmes for
students in Kuwait libraries, observed a number of management-
related difficulties. Further, some librarians and assistant
librarians in Kuwait complained about the difficulties which
existed, particularly with regard to their supervisors.
Within library personnel management, the following elements,
which are likely to be most relevant to Kuwait libraries, were
identified:
a. staff training and development;
b. motivation and job satisfaction;
c. staff appraisal;
d. recruitment and selection;
e. job description and personnel specification;
f. leadership, supervision and the decision process;
g. communication.
Bearing in mind the required performance of a library,
analytical questions pertinent to the above elements of
personnel management were constructed (see Appendix 3.1).
Mainly from these analytical questions, two interview
schedules were constructed to conduct an initial study of
library staff in Kuwait libraries. One version was directed
towards library employees or subordinates. The other version
was directed towards supervisors or managers (see Appendix
3.2).
Library directors, deputy directors and heads of departments
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were considered supervisors. In addition, senior librarians
in some relatively large libraries, such as in Kuwait
University libraries, were considered supervisors. Employees
in library departments, assistant librarians, etc., were
considered subordinates. There was an attempt to interview
people who control the library budgets, but with limited
success due to time constraints on their part. Interviewees
were selected to represent all Kuwait libraries (see Chapter
4).
The purpose of the initial study was to collect data from
library personnel and library records about the state of
library personnel management in Kuwait libraries, and about
Kuwait libraries in general, such as size of library
collections, circulation statistics, etc. Most of the
interviewees' responses were recorded on tape, although a few
responses were written up after conducting the interview,
because of the refusal of some interviewees to allow tape-
recording of their responses.
Chapter 4 is a verbal representation and analysis of the
initial study. Fig. 3.3 in the pocket presents the Rich
Picture for: (A) school, central and special libraries; (B)
university and PAAET libraries; (C) Kuwait libraries in
general. The Rich Picture represents the survey data. For
example, what follows is a brief description of Fig. 3.11 for
PAAET libraries.
As the Rich Picture shows, the manager of PAAET library
administration is under pressure as a result of a number of
management problems. Librarians and assistant librarians have
negative attitudes towards training, written job descriptions,
and management plans to extend working hours. There is a
staff shortage in quality and quantity. There is a lack of
financial support, etc. The symbol ( X) indicates that there
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is lack of communication or incompatibility between the
library manager and higher levels of administration.
Graduates from the only library school in Kuwait prefer not to
work in PAAET libraries; instead, they prefer to work in
school libraries, due to the longer annual leave. At the
bottom of the Rich Picture, the symbol 0 means employees are
satisfied with the expected non-confidential staff evaluation
system, i.e. the employee in question would be able to see his
evaluation report. At the top of the Rich Picture, on the
right-hand side, is a chart which shows the place of library
administration in the organisational structure of PAAET, etc.
In Fig. 3.3 - Kuwait University - the important issue was that
the university libraries were experiencing change in almost
all aspects of library operations. In addition, the figure
shows that there is resistance to such change from library
staff.
In Fig. 3.3 - school libraries - the important issue was that
training was not very successful. Training was mainly
provided for new recruits and poor performers. The Picture
shows that trainees were dissatisfied with their training
programmes.
Fig. 3.3 - Kuwait Central Library and public libraries - shows
that a fundamental library development plan is expected to be
implemented. It also shows that staff were dissatisfied with
the management style.
In Fig. 3.3 - special libraries - the Picture shows that
special libraries differ in a variety of ways - number of
staff, management style, recruitment policies, etc.
Fig. 3.3 - Kuwait libraries in general - show that a number of
difficulties were facing Kuwait libraries. For example,
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communication gaps exist in all directions - upward, downward
and horizontally in the organisation (e.g. there is a lack of
compatibility between the library director and the higher
level of authority).
The following issues were extracted from the Rich Picture to
be emphasised in the field work (Chapter 5):
a. library services;
b. staff motivation;
c. information workers' competencies;
d. communication and management style.
A competencies list was drawn, in part, from Buttlar and
Dumont's article (3) and was included in the second interview
schedule for the fieldwork (see Appendix 5.1). This interview
schedule consists of two versions, one version directed
towards library users and the other towards information
workers (see Chapter 5). While conducting the fieldwork,
relevant general material was collected about Kuwait libraries
(such as annual reports, newspaper articles, etc.). The
fieldwork interviewees' responses were not tape-recorded in
the light of the difficulties encountered in the initial
study. (As mentioned before, some interviewees were reluctant
to tape-record their responses.) Another reason was to save
the time needed to be spent on persuading interviewees that
their identity would be confidential. Interviewees' responses
were written up after each interview.
Other interview-related difficulties were:
a. interruptions by telephone calls or visits, especially
while interviewing higher levels of library
administration;
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b. some interference by supervisors occurred while
interviewing their subordinates.
c. a number of incidents occurred where the interviewee,
particularly in the higher levels of administration, was
not available at the agreed time for the interview for
personal or work-related reasons. For example, the time
of a 'meeting' overlapped with the time of the interview.
d. some difficulties occurred in making appointments with
very senior librarians because they were not available in
their offices and their secretaries were not authorised
to arrange the interview appointment.
e. some senior librarians were very strict about releasing
certain library documents. Examples are documents
related to employees' salaries and some library planning
documents.
Relevant systems and their conceptual models were identified
(see Chapter 7, which includes an analysis of the activities
of the conceptual model with relation to the real-world
situation). At this stage, the investigator should have
discussed possible changes with problem owners, in Kuwait
libraries. However, because of the Gulf War and the
devastation of Kuwait libraries, a third survey was, instead,
carried out in November 1991. The purpose of the survey was
mainly to identify the new post-war library plans and
policies, and to update some factual data, such as number of
library staff, number of libraries in operation, etc. It is
worth noting that some senior librarians, such as the Director
of the School Library Administration, and the Director of
Kuwait Central Library, expressed their readiness to co-
operate with the author regarding the library management
issues investigated in this study.
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3.2 CHECKLAND I S SOFT SYSTEMS METHODOLOGY (CSSM)
A detailed description of (CSSM) can be found in Checkland's
book, Systems thinking, systems practice (4). A simplified
and practical step-by-step approach is to be found in the
Open University Publications:-
• Soft systems analysis; an introductory guide (5);
• The soft systems approach workbook (6).
The methodology was developed at the University of Lancaster's
Systems Engineering Department, after realisation of the
weaknesses of applying 'hard' systems engineering analysis
approach to 'soft' situations, where problems and objectives
are difficult to define (7). Thus, the methodology stems from
practice, to handle problems which are not clearly defined, in
organisations.
In fact, the methodology is applicable to the management of
any organisation simply because organisations are human
situations and people differ in their perceptions of the
problems and their solutions. Moreover, problems and their
solutions are inter-related, that is, a problem in one
department/section/area may cause another problem in another
department/section/area. For example, a delay in the supply
of library books in the acquisitions department leads to a
deterioration in library services, 'timeliness of
information', etc. Thus, the methodology adapts a holistic
view of the situation in a systemic manner.
Primarily, the methodology pinpoints the discrepancies between
the real-life situation and the desired situation by (a)
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investigating and describing the actual situation; (b)
building models; (c) debating possible solutions to eradicate
discrepancies. The methodology consists of seven structured
steps, with iteration as insight is gained through the
application of the methodology (see Fig. 3.4, which shows the
seven steps) (8).
1. The Unstructured Problem Situation
As mentioned above, the methodology does not start with a
defined problem, but with a 'problem situation', which is
vague and general. For example, a client might ask the
analyst, 'How can we improve the effectiveness of library
services?'. So, in the first step, hard and soft information
are gathered. Hard information covers facts, such as data and
statistics; whilst soft information covers people's
impressions and opinions. The most appropriate technique to
gather this latter information is by interviewing. It is
important in this step that the analyst resists any attempt by
himself or others to restructure the situation. The second
and third steps shed light on this advice, when the analyst
will approach the situation in an holistic way. Consequently,
this will enable him to restructure the situation into
'issues' and relevant systems.
2. The Situation Analysed
The information gathered in step (1) is summarised and
represented in a 'Rich Picture' that includes both soft and
hard information. The 'Rich Picture' is a cartoon-type
representation of information. The analyst in this step, in
addition to representing the information, relates pieces and
representations of information to each other, but not yet in
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a systemic way. This can be done by relating process (things
that change rapidly) with structure (things that are
relatively stable) (9). In this way, when completed, the
'Rich Picture' will enable the analyst at a glance to reflect
upon the situation and to search for issues or patterns that
express characteristics of the situation. This can be done by
searching for primary tasks - tasks which the organisation is
supposed to perform - and issues - important activities. For
example, a primary task of a library is meeting the
information needs of users. An 'issue' could be how to train
and develop library staff to satisfy this need.
3. Relevant Systems and Root Definitions
This is the first step in moving from the actual situation to
the abstract world of systems thinking. After scrutinising
the 'Rich Picture', the analyst approaches the situation in a
systemic manner to search for fruitful ways of viewing the
problem. Several 'Relevant Systems' (i.e. relevant to the
problem situation in question) may be constructed. These
relevant systems can be either primary-task relevant systems,
or issue-based relevant systems. Then the relevant systems
are developed further by verbally defining them as precisely
and concisely as possible in short sentences. These
definitions are called 'Root Definitions'.
4. Conceptual Models
A model simplifies part of the complexity of reality by
representing it in a particular way to serve a particular
purpose (10). There are different kinds of models -
mathematical, verbal or pictorial. In this step, relevant
systems are finally elaborated with the aid of activity-based
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models. Thus, the conceptual models consist of the minimum
activities that ought to be applied in a logical sequence in
order for the system to perform. These minimum activities
are derived from the Root Definitions.
A mnemonic, CATWOE, is a helpful guide to ensure
that the Root Definition is complete (11):
C = customers of the system (those in receipt of what
the system does)
A = actors (those who carry out the activities of the
system)
T = transformation process (what the system does to
transform its input into output)
W = Weltanschanung or world view (overall personal
views about what is and what ought to be)
0 = owners of the system (those who can dictate whether
the system exists or not)
E = environmental constraints (essential elements
connected with the system)
5. Comparison of (4) and (2)
At this stage, the conceptual model (or models) is compared
with the 'Rich Picture' real-world situation. Some of the
activities in the conceptual model are taking place in the
real-world situation, but some are not. The analyst in this
step constructs an agenda for debate with the 'actors' - the
people who own the organisation, or have authority in the
decision-making process. The analyst will decide which
activities are to be included in the agenda. Some activities
are problematic.
	
For example, eliciting library users'
satisfaction or dissatisfaction with library services is a way
of judging the effectiveness of library services. 	 This
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activity might be performed in the Rich Picture, but it is
possible that the staff who perform this activity are not
competent in constructing user surveys. Thus, this activity
could well be included for the debate, in addition to
activities which are not in the Rich Picture.
6. Debate Concerning Feasible and Desirable Changes
The changes and activities in the agenda at the above stages
are debated primarily with the people who own the situation in
question (people who have authority in the decision-making
process). Other people may join the debate. The purpose of
the debate is to agree on feasible and desirable changes. It
is important to persuade the involved people of the need for
the suggested changes. If agreement cannot be reached, the
analyst can go back to the Rich Picture to construct new Root
Definitions, etc. The final decision lies with people who are
involved in the problem situation. It is possible that, even
after the analyst has been back to the Rich Picture and
brought forward new ideas, the people involved may still
disagree with the proposed changes.
7. Implement Agreed Changes
If people are persuaded of the relevance of the suggested
changes, it is very likely that they will be committed and
enthusiastic at the implementation stage. Implementing
changes, in its turn, will probably yield different sorts of
problems due to the complexity of human activity systems. The
analyst's task is completed at the end of stage (6), meaning
that the analyst is not responsible for the implementation
process.
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3.3 CRECKLAND'S NZTRODOLOGY Is PRACTICE
As mentioned at the beginning of this chapter, CCSM stems from
practice. Many of the case studies have not been published
because they are consultancy projects for companies and
organisations. Some are available, however, and in this
section, relevant case studies will be briefly described as
examples of the application of the methodology. More case
studies of the application of soft system analysis can be
found in Soft Systems Methodology in Action (12).
3.3.1	 Library Context
Brember and Leggate have surveyed in detail medical library
users in Oxford teaching hospitals and University science
departments (13). The following survey techniques were
applied: semi-structured interview, questionnaire, feedback
form, direct observation, reference-tracing experiment and
analysis of existing library records. The survey elicited
information about users, such as their type, information
needs, frequency of use of the library, etc. Originally, the
investigation was intended to be a preliminary study for a
network analysis of a multi-site library complex. Due to the
emphasis on library users' information needs and behaviour,
and the implications of this emphasis for library management,
CSSM was decided on as the most appropriate approach (14).
The relevant system to study was (15):
The provision of service/need-satisfying type which
serves by providing and facilitating use of
information.
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The Root Definitions were approached from two angles: (a) from
the point of view of the user as a problem owner; (b) from the
point of view of the manager as a problem owner. Accordingly,
conceptual models were constructed (16). As an example, the
following is the Root Definition where the library manager is
the problem owner (17):
A university and NHS-funded professionally-run
system concerned with the management of recorded
medical information, which seeks to fulfil its
agreed function as part of a service providing
recorded medical information and the means of
facilitating its use with the aim of enabling
medical practitioners and researchers in a
university/teaching hospital setting to meet their
own continuing needs for recorded medical
information.
Users' opinions were solicited concerning the activities in
' the users' conceptual model. The library manager's conceptual
model was discussed with the library manager.. The main
outcome of the study was that it highlighted the need for a
control and monitoring system that relies on qualitative and
quantitative evidences of library usage (18). A model or
image of library users was essential for effective library
services (19).
3.3.2	 Academic Organisation Contest
The implementation of CSSM led to reorganising the structure
of the School of Agriculture at Hawkesbury Agricultural
College in Australia (20). This outcome was the result of
three projects that constituted the different stages of the
CSSM. Initially, in 1978, major reforms of school programmes
were conducted by the Head of School to meet the need of
producing students able to solve real-world problems in
109
agriculture. In 1979, the Head of the School expressed
dissatisfaction with the ability of the discipline-based
structure of the School to meet the needs of the new School
programmes. However, the School continued to function with
this discipline-based structure.
The first investigation started in 1983 as a result of
widespread dissatisfaction with technical services. A
comprehensive series of interviews conducted by students
resulted in a number of problems and associated causes being
revealed (21)). The main result was that technical services
were not keeping abreast of the new academic programmes. This
first project matches the first and second stages of CSSM.
A second project commenced in 1983 to develop conceptual
models based on the first project (stages 3, 4, 5 in CSSM).
A number of conceptual models were developed (22). Although
the emphasis of the analysis was on technical services, it was
found that viewing the school as a whole was essential in
order to understand the problems associated with technical
services, and that meant a new look at school policies and
structure.
The third project matched stage (6) in CSSM, which is the
debate stage. This stage resulted in implementation of a new
matrix for the organisational structure in 1986 (23). It is
important to note that only with the support of the Head of
the School (problem owner), did a series of discussions and
formal meetings lead to the final outcome of restructuring the
school.
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CHAPTER YOUR
INITIAL STUDY
In January/February 1989, an initial study was conducted to
examine the position regarding personnel management practices
in Kuwait libraries. An interview schedule was therefore
constructed emphasising the following elements of personnel
management: recruitment, staff training, staff appraisal
system and job satisfaction (see Appendix 3.2 which includes
the interview schedule).
In order to have a comprehensive picture of the situation
regarding personnel management practices in Kuwait libraries,
different levels of the administrative hierarchy were
considered. Library directors, deputy directors, heads of
departments and chief librarians - the people who supervise
librarians, library assistants and library employees in the
library administration - were considered to be the people who
provide management. In addition, attempts were made to
interview the people who control the library and its budget,
but with limited success, due to time constraint on the part
of the interviewees (see Table 4.1 which includes the number
of people who were interviewed in terms of their job
positions).
Appointments for the interviews were obtained by telephone
calling and visiting libraries and library administrators. In
the following paragraphs interviewees' responses will be
analysed according to the above mentioned elements of
personnel management.
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4.1 KUWAIT CENTRAL LIBRANY AND MIMIC LIBRARIES
Six interviews were conducted in Kuwait Central Library and
three interviews in two public libraries. An analysis of the
interview data will be presented in the following paragraphs.
4.1.1	 Recruitment
As government organisations, priority in recruitment is for
Kuwaiti citizens.	 However, Kuwaitis are not very much
attracted to employment in public libraries. One reason
appears to be the hours of work. In public libraries, there
are two working periods. One is from 7.30 a.m. to 1.30 p.m.
and the other from 3 p.m. to 9 p.m. In general, ministries'
working period is from 7.30 a.m. to 1.30 p.m. One interviewee
said that public libraries are not very attractive to Kuwaitis
because of the afternoon work period. It is important to
mention that the vast majority of graduates from the Library
Department in the College of Basic Education prefer to work in
school libraries, seemingly because of the summer school
vacation. The Director of Public Libraries indicated that the
administration is at the study stage to recruit more Kuwaiti
citizens. The Director of Public Libraries indicated that
written job descriptions are not used. However, the
administration is studying the administrative structure and
change is expected in all facets of library operations. The
Director was, as yet, unable to give details of this expected
change.
4.1.2	 Training
The only form of training in public libraries is on-the-job
training and, in particular, job rotation in the public
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library administration departments during the first week or
two of employee recruitment. It seems that this managerial
procedure is an orientation programme to give the new recruit
a general idea of the nature of work in the different
departments in the library administration.
Training needs for interviewees, which they mentioned
themselves, are Information Technology and English. It is
worth noting that two interviewees indicated that they did not
need training. The reason for that seems to be the impression
that training suggests ignorance.
4.1.3	 Staff Appraisal
Staff performance evaluation is confidential to the employee
in question and is conducted once annually. Especially for
Kuwaitis, interviewees' responses about staff evaluation
showed that personal relationships and favouritism have a
large influence on the outcome of staff performance
evaluation. An assistant librarian in a branch public library
showed how she and other library employees complained in
writing about their right to promotion: it appears that the
only reason they have not been promoted is due to an unfair
under-evaluation of their job performance. Yet the library
administration has ignored their complaint. Non-Kuwaitis, on
the other hand, and perhaps for job security reasons,
abstained from commenting on the adequacy or otherwise of the
staff appraisal system.
Some interviewees who did not criticise the staff evaluation
system said that this was due to lack of knowledge of the
system. For example, one assistant librarian in the Central
Library said that he did not even know who evaluated his job
performance.
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4.1 . 4	 Job Satisfaction
Broadly speaking, library workers are satisfied with their
jobs.
	
However, they are dissatisfied with the staff
performance evaluation system. In addition, the load of
routine tasks caused dissatisfaction to some of the
interviewees, who were over-qualified for such tasks (for
example, arranging card catalogues in alphabetical order by a
qualified cataloguer, and photocopying by an assistant
librarian who has a two-year diploma in librarianship).
4.2 SCHOOL LIBRAXIZS
Thirteen employees of the school library administration were
interviewed: seven supervisors, five 'supervised employees'
and the Director, who controls the budget and the decision-
making process. In addition, the finance officer was
interviewed by telephone. Fifteen employees were interviewed
from nine different schools, female and male along with four
school administrators and 11 school librarians and assistant
librarians. In the following paragraphs, data from the
interviews will be analysed from the viewpoint of personnel
management.
The library administration, along with other administrations
in the Ministry of Education, have to state their needs for
manpower. The Civil Service Commission will then decide how
many vacancies it can offer. All Heads of Departments, the
Deputy Director and the Director pointed out that the
government is implementing a retrenchment policy. For
example, the Director noted that the library book budget was
about 140,000 KD in the academic year 1987-88, compared with
380,000 KD in the academic year 1980-81.
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4.2.1	 Recruitment
Government policy is to concentrate on recruiting Kuwaiti
personnel and, as far as possible, prevent the recruitment of
non-Kuwaitis inside or outside Kuwait. For example, the Head
of the Acquisition Department, as a member of the recruitment
committee, interviewed forty candidates in Egypt for a school
librarian position, yet none of the candidates has been
recruited because the Civil Service Commission was not
prepared to offer any vacancy.
The Ministry of Education advertises in the newspapers, mostly
in Egypt, for school librarian positions. Qualified
candidates are interviewed by a committee consisting of the
Deputy Director, Head of the Acquisition Department, Head of
the Library Inspectorate, a Library Inspector and the Director
of the educational district, under the chairmanship of the
Cultural Attache. The questions asked at the interview are
not prepared beforehand. However, there are certain topics
which are known to be discussed at interviews, such as the
nature of work in Kuwait school libraries and the personality
of the candidate. From the recruitment interview, grades are
assigned to each candidate to enable the school library
administration to select the best candidates.
As regards favouritism in recruitment, most of the
interviewees indicated that favouritism and personal
relationships have no impact on recruitment. However, the
Head of the Secretarial Department and one of his employees
indicated that favouritism does occur in recruitment. When
employees were asked how they first knew about their job, most
of them said that they learnt of them through personal
contacts. It should be noted here that favouritism is
widespread in government and related government organisations.
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As mentioned in Chapter One, minimum duties and
responsibilities are written into the 'School Library
• Programme' issued by the school library administration. In
addition, the Deputy Director and the Head of the Research and
Programme Department indicated that all employees have job
descriptions in the library administration and in school
libraries. In terms of Ministry involvement, the Deputy
Director noted that there is a committee currently at work on
job analysis and job descriptions for all the positions in the
Ministry of Education.
The most important factor in recruitment is that the
government is concentrating, especially in recent years, on
recruiting Kuwaiti personnel and minimising the recruitment of
non-Kuwaiti personnel. This policy is due to political and
economic factors. As a result, the school library
administration is suffering from a staff shortage.
4.2.2.	 Training
In any training programme, the first step is to identify the
training needs by a survey, or through the staff appraisal
system or both. It is difficult to identify accurately the
training needs of school librarians due to the confidentiality
of the appraisal system. Prior to this study, no survey has
been carried out to identify employee training needs. A
senior librarian from the library administration noted that
employee development programmes are planned by the library
administration, and school librarians' training needs are
identified by the annual meeting with school librarians. This
annual meeting is a meeting held at the beginning of each
academic year. The meeting consists of school librarians,
library assistants, deputy director, director and other senior
library administrators. (There are two annual meetings, one
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with the female school librarians and the other with male
school librarians.) In this annual meeting, the Director
briefly talks about school librarians' duties and
responsibilities and the role of school libraries in the
education process. The Deputy Director talks about the school
library programme.
Clearly, it is not possible in a large meeting to identify
the school librarians' training and development needs.
However, the two school library inspectors interviewed
indicated that they nominate school librarians who are poor in
performance, in addition to those newly-recruited, to take a
training programme.
The policy that poor performers take a training programme is
inadequate. One inspector noted that some school librarians
do not improve their performance even after taking a training
programme and, in this case, the administration transfers them
from the library. When employees were asked . about their
training needs, the topics mentioned as most needed were
library management, computers in libraries and new ideas in
library work.
School librarians, themselves, described training as useless,
and said that there is no need for training in the present
school library situation where the school library has no role
in the education process. It is important to mention that the
attitudes of school librarians towards training were very
negative. The Deputy Director remarked:
Do not ask school librarians to attend training
programmes; it is the activity they dislike most.
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Factors such as an authoritarian management style, failure to
identify accurately school librarians' training needs and the
limited role of school librarians in the education process
appear to be behind this negative attitude towards training,
according to the present survey.
4.2.3
	
Staff Appraisal
Staff evaluation is confidential in all government
organisations. Articles 14 and 15 of the Civil Service
Regulations explain who does the evaluation (1):
The immediate superior shall make an appraisal of
the proficiency of the officials headed by him
except for the occupants of the leadership posts
once per year at least and shall render a report on
the official who, in his opinion, is excellent or
weak, specifying therein the reasons for such
excellence or weakness. The superior shall then
forward the report to the next higher superior in
responsibility and the latter shall display his
views and remarks thereon and forward it to the
Personnel Unit within seven days from the date it
was submitted to him.
Any official on whom no report was rendered in
accordance with the foregoing paragraph shall be
considered of good standing (Article 14).
The Personnel Unit shall regulate submission of the
reports to the Establishment Committee, and the
said Committee shall consider approval of these
reports within four months from the date they were
forwarded to the Personnel Unit. A report not
approved by the Committee shall be considered as
not having been rendered (Article 15).
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The employee appraisal report is not seen by the employee.
Most employees are graded as 'good' in their appraisal. Some
are graded as 'excellent', but very few as 'poor'. The latter
grading leads to disciplinary action. An excellent grading
leads to promotion, or to additional increments, as indicated
in Articles 21 and 24 (2).
The official may, by a decision from the Minister
upon the recommendation of the Establishment
Committee, be granted an encouragement increment at
the same rate as that of his annual increment
provided that he does not thereby exceed the top
rate of pay of his grade, subject to the following
conditions:
1. The official must have obtained an excellent report
in less than a year's time.
• 2.	 The official shall not be granted such an increment
more than once while in the same grade.
3. The official must not have been promoted by
selection to his present grade unless two years
have elapsed since such promotion.
The granting of such increments shall in no way change
the date of entitlement of the official to his annual
increment, and the encouragement increment shall be
payable from the date of issue of the decision granting
it (Article 21).
The official may be promoted by selection by a
decision from the Minister upon the recommendation
of the Establishment Committee subject to the
following conditions:
1.	 Availability of a vacant grade.
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2. The official must have completed the minimum period
required to be spent in the grade as specified in
the scales attached to these Regulations.
3. The official must have obtained in each of the last
two years a report of excellent rating.
4. The official must not have been promoted to his
current grade by selection.
The promotion in this case shall be considered valid from
date of issue of the decision affecting it.
Such promotion shall not change the date of entitlement
to the annual increment, and if both dates coincide, the
official shall be entitled to the starting rate of pay of
the grade he is promoted to plus one increment thereof
(Article 24).
Employees who are graded as good will have annual increments
and are promoted by seniority, as indicated in Articles 20 and
23 (3):
The official shall be granted an annual increment
at the rates specified in the scales attached to
these Regulations. The annual increment shall fall
due on the first day of January or first day of
July following the expiry of one year from the date
of engagement or the date of granting the previous
annual increment (Article 20).
The official shall be promoted by seniority on the 1st of
July following the expiry of one year from the date on
which his salary reached the top rate of pay of his
grade without prejudice to the provisions of Article 18
hereof (Article 23).
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Staff evaluation in school library administration appears to
follow a mechanistic/authoritarian style. 	 Employees
• criticised the appraisal system as unjust, saying in
particular that it should not be confidential. One employee,
for example, said that the Deputy Director never visited her
to ask about her job. Another employee said that there were
no accurate standards to control employee evaluation and
therefore personal preferences were bound to influence the
evaluation system. One of the main objectives of performance
appraisal as a management technique is to improve the
performance of the employee. However, the fact that the
employee is not allowed to see the supervisor's evaluation of
him makes it difficult to attain this objective. School
librarians' performance is examined by both school library
inspectors and school headmasters.
4.2. 4	 Job Satisfaction
There are many indications that the management style applied
to school librarians is authoritarian. School librarians and
employees in the library administration are supposed to do
what they are told to do without discussion. In addition,
power is centred in the higher level administration with
little or no delegation. Punctuality and strict compliance to
the rules are of paramount importance. For example, a senior
librarian in the library administration said that:
If you are more than one or two minutes late, you
have to explain why.
Another employee said:
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If you are seen talking on the telephone, you had
better show that you are talking about work.
With such an organisational climate, employees tend to become
frustrated and resentful. This will have a negative impact
on their efficiency at work, and on their job satisfaction.
Actually, school librarians, although saying that they are
satisfied with their work, expressed their dissatisfaction
with their work relationships with their inspectors, with the
staff appraisal system and with the management style in
general.
4.3 PUBLIC AUTHORITY FOR APPLIED EDUCATION AND TRAINING
(FAAZT)
* Nine interviews were conducted: two in the library
administration, one in the PAAET library, one in the College
of Basic Education Library 'Female', two in the College of
Basic Education Library 'Male', two in the Faculty of
Technological Studies library and one in the College of Health
Sciences 'Female'.
4.3.1	 Recruitment
There is a shortage of staff in PAAET in terms both of quality
and quantity, especially in the 'Male' college libraries and
in the library administration, according to the Library
Administration Director and the librarians interviewed. Three
reasons for the staff shortage were pointed out by the
Director of Library Administration:
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a. A misestimate on the part of upper level administration
of the number of information workers needed for the
libraries to provide adequate services.
b. Lack of attractive salaries or working conditions, etc.,
to attract new recruits, especially new graduates from
the Library Department in the College of Basic Education.
c. The non-centralised library technical services
(cataloguing and classification) and the segregation of
male and female students, which doubles effort and
material, and so leads to the creation of more jobs.
(This indirectly causes staff shortage.)
With regard to factor (a) above, it seems that the library
administration is not very successful in convincing the upper
level administration to endorse its proposals. The reason
appears to be, in part, that proper management techniques are
not implemented. For example, a more senior librarian, on the
basis of inadequate data, suggested to the upper level
administration that they recruit a large number of information
workers with a master's degree in library studies. The
request was rejected by the upper level administration as
quite impractical. Another, seemingly unrealistic, proposal
1
from the library administration was to recruit more qualified
librarians (in a country like Kuwait, where there is an acute
shortage of qualified librarians).
One librarian from the Faculty of Technological Studies
Library blamed the shortage of staff on the extra work load in
his library as compared with other libraries in PAAET. He
asserted that this discouraged candidates from applying to
work in his library.
The library administration is in the process of planning and
recommending new ideas for the development of its libraries,
rather than simply implementing written policies. Recruitment
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is one area, for example, where long-term planning is
essential. Thus, the library administration has suggested to
the upper level administration that it should ultimately
recruit qualified librarians with experience rather than
merely qualified librarians.
On the other hand, an encouraging sign which is believed
should help attract candidates to work in the PAAET libraries
is Decree No. 1235/1988, which extended the annual leave of
librarians and assistant librarians (see Appendix 4.1 which
includes the decision and a translated version of it).
Written job descriptions are absent from both the library
administration and college and centre libraries. However, as
mentioned in Chapter One, the duties and responsibilities of
the library administration personnel have been clarified in
writing by the Library Administration Director (see Table
1.5). Librarians and assistant librarians in the PAAET
libraries asked to participate in writing job descriptions
but, the Director of Library Administration noted that they
took, a negative attitude towards written job descriptions.
One reason for this negative attitude is that, in some
libraries, unqualified librarians are higher in the
administrative hierarchy and supervise qualified librarians.
These unqualified librarians may be reluctant to lay out in
writing that they supervise qualified librarians, for example,
in cataloguing and classification, where the subordinate is
more competent than the supervisor.
One librarian said that she is not in favour of written job
descriptions because they are not useful. Another librarian
said that a librarian should be able to do everything in his
library, so there is no need for a job description.
127
It seems that librarians in the PAAET libraries are used to
working without job descriptions. A written job description
Is a change that may threaten the librarians' freedom,
flexibility, and co-operation with each other to accomplish
their responsibilities.
For example, one librarian said:
We decide work among us in the library and we work
in harmony. Thus, there is no need for job
descriptions.
4.3.2	 Training
Training programmes are provided by the library administration
with the co-operation of the academic staff of the Library
Science Department in the College of Basic Education and the
Centre of Vocational Development. (See Appendix 4.2 which
includes an example of an outline of a short training course.)
In theory, 75% of trainees should be of Kuwaiti nationality.
In practice, however, this percentage has not been reached and
there is a generally negative attitude toward training
programmes. The reason for this negative attitude from
librarians towards training appears to be that they feel these
training courses are useless. 	 They feel that they will not
be able to implement what they have learned, due to factors
beyond their control (such as staff shortage). Yet, the
library administration allows some librarians to attend
training programmes and, at the same time, criticises them for
not implementing what they have learned.
128
Librarians' and assistant librarians' training needs are
identified by experience, rather than by survey techniques, or
• through the staff appraisal system. When librarians and
assistant librarians were asked about their training needs,
the following subjects were mentioned:
1. Computers in libraries
2. Library administration
3. Reader services.
4.3.3	 Staff Appraisal
Staff appraisal in PAAET, like other government organisations,
is mainly for reward and punishment, rather than for the
development of employees. What supports this assumption is
the confidentiality of the appraisal system to the employee.
From 1989, it was proposed that the staff evaluation process
in the PAAET ought not to be confidential. All librarians and
assistant librarians interviewed were in favour of the non-
confidentiality of the staff appraisal system, except for one
librarian who preferred the previous confidential system
because, as he indicated, 'when the system is not
confidential, the employee will ask for over-grading'.
Perhaps by chance, a subordinate librarian to the latter
complained about under-evaluation of his contributions.
Two interviewees indicated that college librarians should have
academic status because of their educational role.
Accordingly, promotion should be linked to their research
activity. It is believed more widely that college librarians
ought to have academic status because of their educational
role. Indeed, linking promotion to research may well be
unrealistic in view of the time constraints on the librarian's
activities.
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Most of the interviewees criticised the staff evaluation
system. The criticisms were as follows:
1. Staff performance appraisal is unfair because:
- it is confidential to the employee in question
- it is easy to be graded 'excellent' without working
hard or being creative.
- it is susceptible to personal relationships and
favouritism.
2. Punctuality rather than work contributions is the most
important factor in your evaluation.
4.3 .4	 Job Satisfaction
As mentioned earlier, Decree No. 1235/1988, issued by the
PAAET, extended the annual leave of librarians and assistant
librarians as well as other personnel whose jobs are strongly
associated with the working environment of lecturers and
students (such as social workers, laboratory teachers and
their assistants, etc.). According to this Decree, librarians
and assistant librarians in PAAET libraries became entitled to
almost the same annual leave as the academic and training
staff in the PAAET colleges and centres. The difference is
fourteen days in favour of the academic staff as Article 2
from the Decree indicates (see Appendix 4.1).
The extended annual leave for information workers is expected
not only to attract more candidates for recruitment, but also
to enhance the job satisfaction of librarians and assistant
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librarians in post. In addition, as the Director of Library
Administration pointed out, there is a plan to introduce new
job titles (as yet to be endorsed by the upper level
administration) which is also expected to enhance the job
status of information workers.
In general, all the librarians and assistant librarians
interviewed said they were satisfied with their jobs.
However, factors other than the nature of information work can
have a negative impact on their job satisfaction. For
example, one librarian said that she was not satisfied with
her work because, through the years, her performance
evaluation was not fair. Another librarian said that she was
not satisfied because her salary is less than what she was
promised when she was first recruited.
4.4 VNIV=SITY LIBRARIZS
4.4.1	 Recruitment
Kuwait University Libraries have been undergoing a fundamental
change in all their operations from library materials'
acquisition to library services. A 'Library Task Force' was
formed in October 1987 from qualified American specialists to
implement programme activities over a five-year plan (see
Appendix 4.3, which includes approved Reserve, Circulation,
Online search and Photocopying policies).
Recruitment policies have been absent. As a result, a large
percentage of non-qualified library personnel are in service.
Favouritism and personal relationships have been strong
factors in recruitment. For example, a senior librarian noted
that it was not unusual for university administration
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officials to recruit an individual who is unqualified on the
basis of favouritism. A high librarian official commented:
University libraries are a dumping place for failed
employees from other administrations in the
university.
Job descriptions are not implemented on a library-wide basis.
For example, the College of Commerce library has job
descriptions, whereas the College of Arts and Humanities
library 'male' does not have them. However, on an individual
basis they do exist, although assigned by employee rather than
by post (see Appendix 4.4).
In the new recruitment policies under the title 'Manpower Plan
for University Libraries', qualified librarians should acquire
a minimum of a master's degree in library science. Non-
Kuwaitis should acquire a master's degree in library science
plus information work experience. Kuwaitis, on the other
hand, may be recruited if they have a recent bachelor's degree
with a grade 'B'. They can be sent abroad for master's and
PhD degrees. New job descriptions with new job titles have
been written by the university library consultant and are
awaiting endorsement from upper level administration. Generic
as well as specific job descriptions have been included.
In the recent past, the library administration's attitude
towards job vacancies has been that:
a. the number of library employees is more than the work
requires.
b. the university libraries are in a transitional
development stage in all aspects of library operations;
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therefore, it is not wise at this stage to rush filling
job vacancies. For example, a senior librarian noted
that his library staff decreased from 22 employees in
1977 to only 10 employees in 1989, and, at the same time,
the quantity of work increased due to the increase of
student numbers. Yet, the library administration is
reluctant to recruit any employees to his library.
Higher ranks of library administration personnel, except one
senior librarian in the library administration, indicated that
there is no place now for favouritism and personal
relationships in recruitment. However, some interviewees and
especially those from the lower levels of the library
administration hierarchy, acknowledged the presence of
favouritism and personal relationships in recruitment. It
seems, however, that favouritism is less in degree under the
present library administration than it was before.
4.4. 2	 Training
Kuwait University Libraries in the early years after their
establishment in 1968 implemented an extensive training
programme in librarianship theory and practice, at both
graduate and undergraduate levels. Perhaps the reason at that
time was that most employees were not qualified, and for the
library employees to work efficiently in their library work,
an extensive training programme was essential.
The task force for the development of university libraries is
expected to construct training programmes for library
personnel which can operate efficiently within the new system.
Training sessions have been provided in: inventory and
collection evaluation procedures; Library of Congress
classification system; catalogue filing and catalogue
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maintenance; collection development and use of Blackwell
Selection slips (initial session); revised circulation
procedures and references services (37 sessions) and a
workshop on online search of international databases,
organised by NSTIC-KISR, June 1989 (4). In addition, the
university library administration is asking library employees
to improve their English language skills and acquire personal
computer skills at their own expense.
It is important to mention that competency in English is
considered one of the main constraints impeding effective
training and the development of university libraries (5).
This is natural because university library employees expect to
be trained and taught in Arabic, whilst the Task Force train
in English. In relation to training needs, most of the
interviewees indicated that 'Computers in libraries' is what
they would like to be trained on.
4.4.3
	
Staff Appraisal
Non-Kuwaiti employees are recruited only on a temporary basis,
and by way of contract (6). One method of recruiting non-
Kuwaitis is by what is called the 'Fixed Salary Law' (7). The
flexibility of this law for recruitment and termination of
employment is being exploited by Kuwait University more than
other government institutions. In cases of poor performance,
non-Kuwaiti employees recruited under the fixed salary law
will be sent a warning. If the poor performance does not
improve, the employee can be sacked. One librarian said it is
easy to sack the employee under the fixed salary law even
without sending him a warning. Thus, the fixed salary law
implies a lack of incentives and job security, two important
factors to motivate employees in their work.
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In the new five-year development plan, a non-confidential 'to
the employee' staff performance evaluation scheme is intended
to be implemented, after the endorsement of the university
administration. The staff performance will depend on a
performance plan which, in turn, depends on the operation
plan. The direct supervisor will be the person responsible
for the evaluation.
At present, employees are asked to report all job activities,
which sometimes causes discontent on the part of the employee.
For example, one employee said that reporting job activities
is a waste of time. One reason for reporting job activities
may be to get data which will help in planning for the
development of the university libraries. If this is the
reason, the employees should be aware of it.
4.4.4	 Job Satisfaction
Most of the interviewees say they are satisfied with their
work. However, there are complaints about the following:
a. low pay, especially for non-Kuwaitis;
b. favouritism and personal relationships, especially in
performance evaluation.
The Kuwait University Libraries Consultant indicated that in
the near future there will be new salary schemes and a better
working environment, which should lead to greater employee
satisfaction. It is worth mentioning that improving the
working conditions, which was already taking place before the
war (such as supply of new furniture, renovation of libraries,
etc.), is much easier to implement than endorsing new salary
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schemes. The reason is that new salary schemes require the
involvement of the Ministry of Higher Education and the Civil
Service Commission.
4.5 SPECIAL LIBRARIES
Twenty interviews were conducted in seven special libraries.
One in the GASER library, 3 in OPEC libraries, 4 in the Arab
Planning Institute library, 2 in the Water Resources
Development Centre library, 1 in the Kuwait Central Bank
library, 3 in the Kuwait Fund for Arab Economic Development
library, and 6 in NSTIC.
4.5.1	 Rocinmitimmat
Recruitment policies for information workers in special
libraries vary from one library to another. Among other
factors, the economic situation and/or the type of governing
body has a significant impact on recruitment. For example,
government organisations, such as KISR, foster a policy of
'Kuwaitising' its personnel, whereas regional organisations,
such as the Arab Planning Institute, do not. Another example
is decreases in the number of employees due to a budget cut
(as in OAPEC library).
Information worker requirements for recruitment also vary from
one library to another. Factors such as availability of
qualified information workers, competence in English,
experience, nationality and personal contacts influence the
recruitment process. For example, the librarian of the Kuwait
Fund for Arab Economic Development library explained that,
because 95% of the library collection is in English, the
library is reluctant to employ graduates from the Department
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of Library Science in the College of Basic Education due to
their incompetence in the English language. Another example
is from NSTIC whose professional job positions run from
Information Specialist 1 to Information Specialist 3. Though
NSTIC suggested a fourth-level information position,
Information Specialist 4, in a confidential report, the KISR
administration have not yet approved it.
NSTIC requires a minimum of a master's degree in information
studies for recruitment to the position of Information
Specialist 1. Trainee job positions are only for Kuwaitis
holding a bachelor's degree. After one year's experience, the
organisation sponsors them to study abroad for a master's
degree in Information Science, after which they will be
promoted to Information Specialist 1. On the other hand, the
Arab Planning Institute library requires a minimum of a High
School Diploma in addition to typing in Arabic and English.
Some special libraries have job descriptions, others do not.
When job descriptions are present, they are flexible to allow
the library to add more work responsibilities as needed. One
librarian said that he prefers his employees to work without
job descriptions because library employees may refuse to do
what is not written into their job descriptions.
4.5.2	 Training
Training programmes vary from one library to another. For
example, NSTIC, in addition to sponsoring Kuwaitis holding
bachelor's degrees to continue their education abroad provides
internal short training programmes and external overseas
training courses; the OAPEC library, on the other hand, merely
provides on-the-job training. On-the-job training by job
rotation is practised in special libraries, such as NSTIC and
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the Kuwait Fund for Arab Development library. With regard to
training needs, the main topics mentioned by interviewees were
Information Technology and Library Automation.
4.5.3	 Staff Appraisal
The usual staff appraisal system in which the supervisor
evaluates the performance of the subordinate is practised in
all the special libraries visited, except the Arab Planning
Institute library. In this library, as well as in the rest of
the organisation, employees who have contact with each other
due to their work responsibilities evaluate each other's job
performance via an evaluation form. The number of employees
who evaluate a given employee is confidential. The Director
General and the Deputy Director General do not evaluate staff
performance.
Most of the special libraries visited evaluate their staff
once a year. However, some libraries evaluate their staff
performance twice a year, as at the Kuwait Central Bank
library. The results of the employee staff appraisal are
confidential to the employee in all these special libraries
except two - NSTIC and the Kuwait Central Bank library. One
librarian in the Kuwait Central Bank library noted that,
although you sign your appraisal report and are allowed to
comment and discuss the report with your supervisor, there is
an assumption that supervisors do not make mistakes. In
regard to the number of staff evaluations during the year, one
librarian in NSTIC commented that once a year is not enough to
evaluate staff performance accurately.
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4.5.4	 Job Satisfaction
The librarians, in general, say they are satisfied with their
jobs. However, several causes of job dissatisfaction were
mentioned by interviewees, as follows:
a. The effect of looking at the computer screen for a long
time on the eye, and the boredom and fatigue of using the
machine for long periods.
b. The large amount of routine job activities done by
professional staff, such as shelving, filing, etc.
c. Disagreements between librarians and their unqualified
supervisors or directors in the library field.
d. The feeling that the library is not acknowledging the
value of employees' work properly.
On the other hand, library supervisors mentioned the following
items as factors which can lead to job satisfaction;
a. Incentives.
b. Providing the environment in which employees can exploit
their abilities.
c. Fair treatment for all employees.
d. Being considerate and humane towards employees.
When interviewees were asked about their personal goals,
values and aspirations in their work, the most frequent
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responses were: money; the work itself; professional growth;
status.
4.6 CONCLUSION
a. Kuwait Libraries suffer from inadequate personnel
management practices. Favouritism and an authoritarian
managerial style negatively affect staff performance, the
appraisal system, staff morale and staff training.
b. There is a shortage of qualified information workers, yet
the government is minimising as much as possible the
recruitment of non-Kuwaitis.
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CHAPTER FIVE
MAIM FIELD SURVEY
As mentioned in section 3.4, four main issues were extracted
from the Rich Picture, as follows:
1. library services
2. staff motivation
3. information workers' competencies
4. communication and management style
These headings were thought to be the most important for
effective personnel management practice in Kuwait libraries.
An interview schedule based on these headings was developed,
and interviews in Kuwait were conducted in January and
February, 1990. The population covered by the survey
consisted of one hundred and twenty-six people. Two sectors
of interviewees were targeted in the survey. The first was
library employees - librarians, assistant librarians, heads of
library administration departments, etc; the second was
library users. (See Table 5.1, which shows the number of
interviews in each sector.)
An important element in CSSM is 'iteration', where this can
lead to more understanding of, and insight into, the problem
situation under investigation. Thus describing and explaining
the situation in Kuwait libraries as regards their management
practices and library services is a necessary first step in
building the relevant conceptual models.
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The purpose of the survey was to collect data about the
following:
- personnel management activities and problem situations;
library staff morale and satisfaction regarding their
jobs;
management styles in Kuwait libraries;
users and their impressions about library services and
librarians competency;
- librarians' competencies in various work settings;
- employers' views about library science students'
competencies.
SECTOR ADMINIS-
TRATION
LIBRARY
EMPLOYEES
USERS TOTAL
Central
Library
3 1 - 4
Public
libraries
_ 7 _ 7
School
libraries
6 4 24 34
PAAET
libraries
2 4 17 23
Kuwait
Univer-
sity
libraries
9
7 27 43
Special
libraries
3 5 7 15
126
TABLE 5.1
NUMBER OF INTERVIEWS IN EACH SECTOR
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Appendix 5.1 includes the two versions of the first interview
schedule - one directed towards library employees and the
other towards library users. In addition, the appendix
includes the competencies lists according to job positions.
Interviewees were queried, as described below, concerning
their opinions of these lists.
5.1. Kuwait Central Library
Four library staff were interviewed in the Central Library, as
follows:
Director of Central Library
Chief Librarian
Head of Cataloguing Department
Assistant Librarian
Identification of Competencies
In general, most competencies from the competencies lists were
described by employees as 'essential'. However, some
competencies were described as 'desirable', but not
essential'. For example, the competencies for the
'Librarian' - 'effectively search online databases' and 'have
reading proficiency in one or more languages' - were described
in this way. The reasons are that Kuwait Central Library does
not provide an online search service, and the language of the
library collection is primarily Arabic. A senior employee
added a competency for 'Library Director': 'He must be
qualified in librarianship'. It is highly probable that this
competency was added because the Director of Kuwait Central
Library has no qualification in librarianship.
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Regarding the performance of qualified and non-qualified
librarians, qualified librarians were judged to be better
performers both initially and after five years' experience.
In addition, the attitude of the librarian was mentioned as a
significant factor that affects the information worker's
performance.
Library Performance Measurement
Library performance measurement is not applied in the Central
Library.
Library Staff Motivation
It seems that library staff were demoralised and lacked
enthusiasm for the following reasons:
The impression of library staff that the staff appraisal
system is not fair;
- Library staff have the impression that senior employees
are not competent, mainly because they do not possess any
qualifications in librarianship;
Attitudes of library users. For example, a librarian
noted that some users are impolite when they ask for
information.
- Shortage of staff. 	 For example, the head of the
cataloguing department observed:
because of shortage of staff, the work load is
heavy. It is not unusual that when you finish
your job activities, you have to help other
employees in another department.
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Practitioners' views about students from the library science
department with regard to their competency while training in
the Central Library
Interviewees criticised the attitudes of students from the
library science department and described the students as 'not
serious'. The following subjects were mentioned as areas of
weakness, in which students need to be improved:
English
cataloguing and classification
5.2 PUILIC LIBRARIZS
Seven librarians from public libraries were interviewed.
Users were not interviewed due to time constraints; however,
the investigator, by visiting several public libraries in
morning and afternoon periods, observed the type of public
library user, the type of information requested and
librarians' responses.
Library Services
It is noteworthy that the majority of public library users are
students. For example, according to library records, students
visiting public libraries for the academic year 1988-89 formed
75% of the users. (See Table 5.2, which shows the number of
library visitors in each public library.) Further, as
librarians noted, a high percentage of the non-student
visitors borrow books for their student relatives - children,
cousins, etc. Thus, activities in the public libraries are at
a minimum in the summer vacation.
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GOVERNMENT
EMPLOYEES
OTHER JOBS STUDENTS TOTAL
Mumidi 7,520 1,021 4,568 7,109
Salmiaha 6,973 1,320 18,185 26,478
Dahiaha 615 568 3,189 4,372
Dasmaha 1,415 965 7,720 10,100
Jahrah 1,100 222 3,782 5,104
Kaldeiaha 3,787 1,801 9,646 15,234
Kaifan 234 19 800 1,053
Faiha 1,085 700 3,494 5,279
Dehiaha 3,297 - 10,662 13,959
Kedesiaha 738 1,026 7,362 9,126
Rmuaithiaha 1,949 1,081 17,088 20,118
Failakaha 1.539 447 5,525 7,511
Faihahell 1,193 977 3,298 5,468
Kaitan 2,166 219 6,399 8,784
Edailiaha 1,220 1,610 15,310 18,140
Sheeb 2,714 1,499 8,246 12,459
Sabhiaha 881 300 10,204 11,385
Sulabeekat 1,083 254 4,248 5,585
Farwaniaha 2,496 630 11,774 14,900
Shamiaha 157 74 1,007 1,238
Hawaii 266 55 2,419 -	 2,740
154,926 206,142
TABLE 5.2
NUMBER OF LIBRARY VISITORS TO EACH PUBLIC LIBRARY, 1988-89
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Two reasons are believed to be behind the lack of public
library utilisation among adults. First, Kuwait is a
developing country where reading habits are not widespread
among the population as is the situation is in developed
countries. Second, there is lack of library promotion.
Availability of Information
According to some librarians' experience with public library
users (students), there is a shortage of information (books).
Meanwhile, librarians criticised students' behaviour with
regard to information needs. For example, students ask for a
specific book and refuse to consider other information
alternatives offered by librarians. It is worth mentioning
that almost all student requests for information are for
school assignments. Except for stories for children, public
libraries do not include a fiction collection.
In a survey conducted by a committee (1) from the Ministry of
Education, the library collections of public libraries
generally were described as inadequate to serve the public.
Both Arabic and non-Arabic collections include large
percentages of outdated books. In addition, there is an acute
shortage of children's Arabic and non-Arabic stories, non-
Arabic periodicals, etc.
Accessibility of Information
From the author's observations and librarians' responses,
users (students) do not use library catalogues. Instead, the
librarian provides the user with the required information,
despite the open access organisation of the library
collection.	 Most users do not directly browse library
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materials on the shelves, instead they ask the librarian. It
seems that librarians do not teach users how to access
information for themselves. Librarians memorise by experience
most of the information requests, because users are students
and the type of information they request recurs each year or
semester.
Photocopying
It seems that there is extensive utilisation of photocopying
services. Librarians described the photocopying service as
one of the main activities in terms of work-time allocation.
The cost of one copy is about 2p. The legal position in
Kuwait regarding copyright is not applied strictly. For
example, Kuwait libraries do not include posters or signs
pointing out the copyright laws.
Library Opening Hours
Library opening hours are as follows:
Weekdays from Saturday to Thursday, from 7 am to 1 pm, and
from 3.30 pm to 9.30 pm (summer). From 7.30 am to 1.30 pm and
from 3 pm to 9 pm (winter). The library is closed on Friday.
Due to the under-utilisation of public libraries, there seems
to have been no debate about these opening hours.
Furniture, Space, etc.
It seems that there is no problem with regard to library
furniture and space. However, noise caused by students
talking to each other and attitudes of students appear to be
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causing some difficulties for librarians. For example, a
librarian noted that there is no solution to noise caused by
students, especially from secondary schools, and the best
thing one can do is to keep asking them politely to be quiet
in the library.
Some secondary school students of opposite sexes find the
library a meeting place for talking. Therefore, the school
library administration has divided weekdays between the
opposite sexes for their use of the library (e.g. Saturdays
and Mondays for boys). This segregation does not include
library staff.
Identification of Competencies
The competency category for a 'Public Librarian' of 'apply
appropriate principles to weed and inventory materials and
equipment', was described by librarians as 'a waste of time'.
A senior librarian noted that the cost of the inventory
process outweighs its benefits. Some competencies were
described by librarians as essential, but not actually
applied, such as 'operate audiovisual materials and
effectively search online databases'. Public libraries do not
provide online search services, and, although some
audiovisual materials existed in some public libraries, they
were under-utilised and maintenance problems were prevalent.
For example, only one public library had acquired a film
projector, which now needs maintenance, and 36% of the
televisions need maintenance, etc (2).
With regard to the performance of qualified and non-qualified
librarians, most public librarians interviewed have no
qualifications in librarianship, nor experience of working
with qualified librarians, to enable them to compare between
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the performance of qualified and non-qualified librarians.
However, two qualified librarians noted that the attitudes of
colleagues play a significant role in their performance. A
librarianship qualification was noted as necessary for
cataloguing.
Library Staff Motivation
The following factors seem to have a negative impact on public
librarians' motivation:
- Deductions from public librarians' salaries have equated
them with school librarians' salaries;
The impression of public librarians that they are not
appreciated, either by library administration, or by the
public (librarians' image);
- Attitudes of users (students);
- Library administration's authoritarian style of
management, e.g. inspectors merely look for mistakes,
etc.;
- Absence of job description;
- The non-utilisation of some library services, such as the
library catalogue and periodicals index.
5.2.1	 CONCLUSION
Public libraries are far from achieving their objectives (3)
(see appendix 5.2, which includes public libraries'
objectives).	 Public libraries mainly perform as school
libraries. Librarians have become demotivated and lack
enthusiasm. Library collections are out of date, etc. The
following are some of the major features noted in public
libraries:
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There is a lack of compatibility between the library
administration and public library librarians;
In public libraries, students' attitudes are causing some
difficulties to librarians;
Reduction of public librarians' salaries to equalise them
with school librarians' salaries has had a negative
impact on public librarians' motivation;
There are no job descriptions for public librarians or
public librarians' assistants;
Library performance measurement is not applied as a
technique to assist library management in the decision-
making process, or to develop public library services;
There is general agreement, nevertheless, on the list of
essential competencies required;
There is an extensive use of the photocopying service;
Library catalogue and periodicals index are not utilised
in public libraries.
5.3 SCHOOL LIBRAXIZS
Thirty-four interviews were conducted in the school library
administration and school libraries. Table 5.3 lists the
library employees' interviews and Table 5.4 lists the user
interviews.
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1
1
1
1
Library Administration
Interviews
School Library
Interviews
Director
Director's Assistant
Head of Research Dept
Head of Cataloguing Dept
Head of Acquisition Dept
Library Inspector
Primary School
Intermediate
School
Secondary
School
Secondary
School 'Credit-
Hour system'
Sum = 10 interviews
TABLE 5.3
LIBRARY EMPLOYEES' INTERVIEWS
School Students Teachers
Primary 3 2	 .
Intermediate 3 4
Secondary school 4 2
'credit-hour'
Secondary school 3 3
TABLE 5.4
USERS' INTERVIEWS
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LIBRARY SERVICES
Availability of Information
Teachers noted that there is a shortage of information that
supports the curriculum for both students and teachers. For
example, a teacher said that the library books are not
adequate for either teachers or students. He added:
anyway, even if the library collection meets the
teachers' and students' information needs, time is
not available to use the library and we should not
expect students to use the library.
Sorrowing is allowed from the school library. Books have
been described as out-of-date and in short supply. For
example, a group of Arabic teachers from intermediate schools
noted that students are bored with hearing the same stories.
A student from a secondary school said that when teachers ask
students to conduct small projects, they define the books to
be used. These books are limited in their numbers and all
students ask for the same books in the same period. As a
result, some students have to wait until others finish their
projects. Students from intermediate and secondary school,
except students from secondary school following the credit-
hour system (see Section 2.4), noted that they mostly use the
public library to do their assignments due to time constraints
in school hours.
Students from primary school use the library through library
classes 'once a week', when the librarian or the teacher
provides them with stories to read. It does not seem that
reading short stories aloud in the library is typically a part
of a specific programme designed to enhance reading skills.
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Further, as a librarian from a primary school noted, teachers
do not take their students to the library each week regularly
as they ought to.
Accessibility of Information
Teachers and students noted that they access library books
directly from the shelves. Teachers noted that it is easy to
do this, and there is no need to use the catalogue because the
collection is small. It seems that librarians do not allow
students to use library catalogues, out of fear that the
catalogue cards might be put out of order. What follows are
comments to the author from two students from an intermediate
school:
- we are not allowed to use library catalogues
- in library classes we are not allowed to move
freely, select a story or magazine to read or
to use the library catalogue; instead, the
teacher or librarian selects for us.
Photocopying
School libraries do not provide photocopying services, except
in secondary school libraries following the credit-hour
system. Most of the teachers interviewed support the idea of
providing a photocopying service. For example, one teacher
remarked:
providing a photocopying service will enable us to
photocopy materials that are not allowed to be
borrowed, such as reference books and periodicals.
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Library Opening Hours
Library opening hours are the same as the school opening
hours, which are from 7 am to 12.30 pm in the summer, and from
7.30 am to 1.30 pm in the winter. The time available for
students to use the library is only during 'break times',
about twenty-five minutes, library sessions which are provided
once a week by Arabic classes, and 'school free activity'.
'School free activity' is part of the timetable in
intermediate and secondary schools, where students select an
activity of their choice for a period of one hour weekly (such
as sport, music, painting, etc.).
It was noticed that, in one intermediate school, not all
students could use the library even during break time. The
librarian divided weekdays for library usage by the levels of
the students' classes: for example, students from the second
level could use the library only on Monday. Students from a
secondary school following the credit-hour system have the
opportunity to use the library more than students in other
kinds of schools.
Furniture, Space, etc.
Students complained about the size of the -libraries,
describing them as small and crowded, especially in secondary
schools following the credit-hour system. For example, a
student stated:
especially in exam periods, the librarian closes
the library because too many students use it.
When the librarian was asked about this, he acknowledged it:
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we let students into the library when there are
enough chairs to sit on.
On the other hand, most of the teachers noted that the size of
the library was suitable (though two teachers from primary and
secondary schools said that the library was too small).
The methods of teaching, the time available for students to
use the library and library promotion all have a significant
impact on judging if the size of the library is too small or
otherwise. Because in secondary schools following the credit-
hour system, the library is a moderately important component
of the school curriculum, libraries could fairly be judged as
small and crowded. However, in almost all other school
libraries, for previously mentioned reasons, size does not
seem to be a problem.
Library furniture, in general, has been described as suitable.
Noise caused by students talking to each other seems to be a
problem which is out of control, especially in secondary
schools. Finally, dusting the library and the books is
another problem which the investigator noted and librarians
and users acknowledged. This appears to be due to a shortage
of janitors.
Information Workers' Competency
In general, students and teachers described school librarians
as competent and helpful. However, there are some responses
from users and librarians which show that some librarians do
not possess professional attitudes. For example, one
librarian circulates library materials only to students whom
he knows.	 As another example, a librarian noted that it is
157
difficult to apply circulation policies when teachers borrow
Nmlis, because teachers are colleagues whom you have known for
along time. He added:
it is not unusual that some teachers do not return
library books, etc.
This non-professional behaviour is due to cultural norms in
Kuwait, not only in libraries, but in almost all institutions.
In a study concentrating on intermediate schools, Al-alay
(1989) concluded that:
school librarians and library assistants are not
competent (2).
A number of factors seem to be behind the difference between
the author's assessment and Al-alay's. First, there is the
population surveyed (see Section 2.4); second, the survey
technique used; third, the form of questioning; fourth, the
scope of the study. For example, students' impressions were
not elicited in Al-alay's study; 	 Al-alay used yes/no
questions; etc. It now seems that, on the basis of the
limited school library service, their small size, time
constraints for users to use the library, and the low
expectations of users of library services, school librarians
are competent to perform their current job duties.
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LIBRARY MATERIALS SECTION
• Teachers do not select library materials. The library
materials (books, magazines, etc.) selection committee in the
library administration is responsible for selection. The
committee comprises library inspectors and other school
subject inspectors (4). Recently, however, teachers' views
about library materials have been solicited by inspectors.
In one credit-hour system secondary school, the headmaster
asked Arabic teachers to write a list of books which they
needed for teaching. In the same school, Arabic teachers are
building their own collection for themselves and their
students. It is worth mentioning that Arabic is one of the
subjects in secondary school that requires more usage of the
library in comparison with other subjects. (See Fig. 5.1
which shows the usage of the library according to subject
(5)).
In a primary school visited by the author, the school
administration is studying a new idea with regard to book
selection and acquisition: 'head teachers purchase books at
the expense of Parent Council'. The council of parents
consists of some parents, the headmaster, deputy headmaster
and some heads of subjects. The idea of the council is to
listen to parents' complaints, if any, and to involve them in
school activities, e.g. by donations. The school arranges
meetings of the council through the school year. It seems
that the idea is very practical. However, the library
administration still requires that library materials selected
by the school be endorsed. This will cause delay due to
bureaucracy in the library administration. For example, a
librarian noted that there was a delay of about one year for
useful books to come through due to such bureaucracy.
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IDENTIFICATION OF COMPETENCIES
Interviewees generally agreed that the competencies in the
competencies lists are essential, but not necessarily
practised. For example, an assistant librarian from a primary
school described the competency, 'effectively assist in
teaching reading skills, by providing the appropriate library
materials', as essential but not practised.
Two senior information workers in the library administration
added the following competencies:
Director of school library administration
a. keep abreast with new research
School librarian
b. obtain knowledge of school curriculum
c. obtain knowledge of growth characteristics of student
numbers
d. ability to write a planned programme for services and
activities that the library will implement during the
year
Information workers did not directly modify the proposed
competencies. However, they commented upon some competencies
according to their situation and experience. What follows are
some examples of interviewees' comments.
- the competency 'provide bibliographic instruction
including library orientation' is not necessary in high
school credit-hour system, because the curriculum
includes teaching students how to use the library (school
librarian).
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competencies of the director of school library
administration are ideal, but not practised (head of
department).
With regard to the performance of qualified and non-qualified
librarians, interviewees, in general, noted that qualified
librarians are better performers than non-qualified
librarians, mainly due to their attitudes towards their
profession. However, some interviewees noted some non-
qualified librarians whose performance is excellent, due to
their positive attitudes towards their jobs.
LIBRARY PERFORMANCE MEASUREMENT
A senior administrator noted that his department provides a
wide range of statistical records about school libraries.
However, these records are not utilised by the library
administration in the decision-making process. This kind of
statement was not unusual. It seems that the authoritarian
management style and political factors were behind this
unjustified management neglect.
LIBRARY STAFF MOTIVATION
The school library administration apparently pursues a very
strong authoritarian style of management. Interviewees from
various levels of administration confirmed this conclusion.
For example, a senior employee in the library administration
commented:
our suggestions are not taken seriously and there
is centralisation of all aspects of library
activities.
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Another example comes from a school librarian:
we are merely expected to follow what inspectors
tell us to do, and we are not supposed to discuss
with them.
The author noted that school library inspectors are also
demoralised and lack enthusiasm. , For example, it proved
difficult for the author to interview an inspector both during
the initial study and the field work, merely because
inspectors feel that they are 'tired'. The relationship
between school librarians and inspectors is not constructive.
All the school librarians interviewed criticised inspectors as
very authoritarian, and stated that their main objective was
to find out mistakes in order to report them to the library
administration. Inspectors, on the other hand, criticised
some librarians as being lazy and lacking enthusiasm and
others as being stagnant.
It is believed that one of the important factors that causes
dissatisfaction among school librarians is that many library
services are not utilised by school library users. Amongst
these, the librarians and library employees noted the
following:
- library collection in English
- current awareness of new books
periodicals
library catalogue
audiovisual materials (software)
This is not surprising in view of the current traditional
methods of teaching, as mentioned previously. It is worth
163
mentioning that, before the Gulf War, the Ministry of
Education was in the process of forming a council to supervise
and evaluate the role and objectives of the school library,
taking into consideration the notion of building school
resource centres.
Salaries and monetary incentives were considered by all
interviewees to be the least satisfactory, as compared with
other organisations, such as university, special and public
libraries. Public librarians' salaries used to be more than
school librarians' salaries, when public libraries were under
the supervision of the NCCA&L. In the academic year 1988-89,
the Ministry of Education took over the responsibility for
public libraries. Some school librarians demanded that their
salaries should be raised to equal public librarians'
salaries. However, a decision has been taken to equalise
school and public librarians' salaries by reducing public
librarians' salaries, instead.
Practitioners view of students from the Library Science
Department with regard to their competency while training in
school libraries
The school librarians interviewed did not have experience of
training library school students. However, senior employees
in the library administration mentioned the following areas of
weakness, where students need to improve:
library automation
- cataloguing and bibliography
- library administration.
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It is worth noting that school libraries are traditional and
no form of automation is in use.
As mentioned with regard to the initial study, the school
library administration provides training programmes for
newcomers who are graduates from the Library Science
Department, and for poor school librarian performers, as their
performance evaluation reports indicate.
5.3.1
	
CONCLUSION
See the school library objectives (6) and job description (7)
in Appendix 5.3. Some examples of the objectives are the
following:
meet social, emotional and learners' information needs
through diversifiedlibrary materials;
enrich learners' knowledge and enhance their vocational
skills through the provision of library materials that
serve their specialities;
provide a suitable atmosphere for students to work
individually and in groups in the library.
And some examples of school librarians' job duties are as
follows:
support the curriculum by preparing bibliographies and
indexes, and co-operate with teachers to direct students
to library resources that support the curriculum;
promote the library in the school;
catalogue and classify audiovisual materials.
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Despite these ambitious objectives and comprehensive job
descriptions, in practice, neither the objectives nor school
librarians' job duties are fulfilled. For example, the
Director's Assistant noted that school librarians are supposed
to order from the school library administration audiovisual
software materials for teachers. However, this process is not
carried out. Another example is that the library
administration indexes Arabic articles from many magazines.
However, these indexes are not used in school libraries, etc.
There seem to be three main factors which have a negative
impact on the effectiveness of school libraries:
1. Due to the methods of teaching 'text book and
blackboard', it seems that school libraries are on the
margin of the educational process. As a result, teachers
and students seldom utilise the school library
collection.
2. The school library administration follows an
authoritarian style of management that hinders creativity
and the initiation of ideas, and causes lack of
communication.
3. The centralisation of all library activities.
In conclusion, some of the difficulties facing school
libraries are:
-	 Teachers are dissatisfied with the availability of needed
information.
It seems that there is an unnecessary delay in providing
school libraries with books.
School libraries do not provide photocopying services.
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Noise in the library, caused by students talking to each
other, seems to be a problem, especially in high school
libraries.
Some school librarians are not competent in their
performance.
Teachers do not have the opportunity to participate in
the library materials selection process.
5.4 NUM
Twenty-three persons were interviewed as follows;
Department No. of academic staff No. of students
Electrical Engineering 1 1
HOD
HOD = Head of Department -
Electronic Engineering 1 2
Music 1 2
Arabic 1 2
HOD
1 -
1
Science
1 -
HOD
Psychology 1 -
Commerce College 2
8 9
TABLE 5.5
USERS INTERVIEWED
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JOB TITLE NO.
Engineering library Deputy Librarian 1
Librarian 1
College of Basic Education
library
Deputy Librarian 1
Librarian assistant 1
Library administration Director's Assistant 1
Librarian 1
6
TABLE 5.6
LIBRARY EMPLOYEES INTERVIEWED
Library Services
Availability of Needed Information
According to academic staff and students, students mainly rely
on text books and lecturers' handouts in their education. An
assistant librarian in the College of Basic Education noted
that some students graduated without using the library, as
their 'issue-cards' indicated. Therefore, academic staff, as
regards students' usage, can describe the library collection
(books) as 'to a certain extent adequate'. On the other hand,
academic staff expressed their dissatisfaction with the
availability of information needed for their own use. It
seems that there is an acute shortage of books and periodicals
to serve academic staff members. For example, an academic
staff member from the College of Basic Education commented:
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To express the shortage in percentage terms, there
is 90% shortage of needed information'.
In fact, subscriptions to Arabic and non-Arabic journals in
1990 came to twenty-two titles. Further, these journals have
not been subscribed to on a continuous basis. There were no
Arabic or non-Arabic periodical indexes: the journals were
merely arranged on the shelves alphabetically by titles under
a Dewey classification number. Shortage of staff was said to
be the main cause behind this inadequate performance.
Another member of the academic staff, from the College of
Engineering described the library as a school library, meaning
that the variety and depth of information is below the
standard of a college library. In fact, academic staff
expressed their dissatisfaction with the inadequacy of PAAET
libraries in meetings with high official administrators. In
one meeting with the Minister of Higher Education, the
Minister noted that academic staff could use other libraries
in Kuwait to satisfy their information needs (8).
Some students also expressed their dissatisfaction with
information availability (books). However, they noted that
they do not use periodicals. It seems that students are not
in the habit of using periodicals and lecturers do not require
periodicals utilisation.
Accessibility of Information
Students' library usage education is almost absent. There is
no library orientation programme. (What is available for
students is an elective course, 'Introduction to
librarianship'.) Therefore, students noted that they do not
169
use the library catalogue; instead, they ask the librarian to
provide them with the information they need, or directly
access books from the shelves. A student from the College of
Engineering Studies noted that he does not know how to use the
catalogue, therefore he goes directly to the shelves to search
for the books he wants. Books kept for reference caused some
dissatisfaction among students, because they prefer to borrow.
Academic staff noted that it is easy to access library books
from the shelves, because the book collection is small. Books
were described as arranged accurately on the shelves most of
the time.
The library collection in English in the College of Basic
Education (Male) is not utilised, as an assistant librarian
noted. It is important to mention that the collection in
English is located in a separate place, which is closed most
of the time: the librarians open it only for cleaning, etc.
With these conditions and with the lack of library promotion,
it is not surprising that the library is not utilised.
Photocopying
The two libraries visited, the College of Basic Education
(Male) and College of Engineering Studies, do not provide a
photocopying service. Both academic staff and students were
in favour of providing such a service.
Library Opening Hours
Library opening hours are as follows:
Weekdays, from 8 am to 2 pm; Thursday and Friday, the library
is closed.
	 Both academic staff and students noted that
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library opening hours are not enough and should be extended.
Some students noted that in the morning periods they are busy
attending their classes and the library is closed after 2 pm.
Most of the interviewees - academic staff and students -
suggested that library opening hours should be from 8 am to 8
pm in weekdays. Some interviewees suggested that opening
hours should be from 8 am to 5 pm on weekdays. None of the
interviewees was satisfied with library opening hours.
Shortage of staff is given as the cause of this difficulty
regarding library opening hours. It is worth noting, however,
that cultural factors also have an impact. For example, women
were particularly keen not to work during the afternoon
periods for personal reasons - family restrictions, children,
etc.
Furniture, Space, etc.
Lighting, air-conditioning and furniture in the College of
Basic Education Library have been described by students,
academic staff and librarians as inadequate. On the other
hand, the furniture of the College of Engineering Studies
library has been described as suitable. However, a student
noted that the number of large tables is insufficient for the
number of students who use them, especially for Maps.
As interviewees noted, the College of Basic Education library
is crowded, whereas the College of Engineering library is
adequate with regard to its size. However, some academic
staff noted that, in the future, the Engineering library ought
to be made larger, as the number of students is expected to
rise.
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Information workers' competency
Generally, librarians have been described by users as
competent and co-operative. Some academic staff described
librarians as co-operative; however, they noted that they
cannot judge their competency.
Library materials selection
Academic staff select books from catalogues sent by librarians
from the Annual Book exhibition, where publishers and
subscription agents from Kuwait and outside, exhibit their
books. In the College of Engineering Studies, librarians
share with academic staff the selection of books for 'elective
courses'. Books for 'required courses' are selected by
academic staff only.
Academic staff in the College of Basic Education noted that
the library acquires only a small percentage of books they
recommend, due to the low budget. Generally, academic staff
noted that there is a lack of liaison and co-ordination
between the library and academic departments. Two academic
staff, from the College of Basic Education and College of
Engineering Studies, noted that the catalogues sent by
librarians do not satisfy their information needs.
Librarians, for their part, pointed to the previously
mentioned English collection, which selected by academic
staff, but not utilised. (It does not seem that this reply
from the librarians is justified, however.)
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Identification of Competencies
The competencies listed were mostly considered essential by
librarians and assistant librarians, but not necessarily
practised. For example, the competency 'effectively search
online databases', was not actually implemented. Librarians
and assistant librarians in the College of Basic Education and
College of Engineering libraries noted that they carry out
most of the essential activities expected in a library, such
as cataloguing and classification, reader services, etc.
With regard to the performance of qualified and non-qualified
librarians, some librarians noted that qualified librarians
are always better performers than non-qualified librarians,
both at the beginning of their career and after five years
experience. Other librarians noted that the attitudes of the
performer play a significant role in their performance.
Library Performance Measurement
Library performance measurement technique is not applied in
the PAAET libraries. A librarian from the College of
Engineering Studies library noted that there are no specific
objectives that could be implemented and measured. He added:
I started to collect statistics about the library;
however, I could not continue because there is no
support or encouragement from my supervisors
(Deputy Librarian and the College administration).
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Library Staff Motivation
There are several factors which are believed to demotivate
librarians and cause dissatisfaction, such as the following;
All librarians have the impression that their profession
is not appreciated either by the PAAET administration and
the College Deans, or by society at large (librarians'
image).
Staff shortage in the library administration and college
libraries.
- Bureaucracy and lack of co-ordination and contact between
PAAET administration departments. For example, a senior
librarian responsible for book acquisition noted that she
cannot contact the publisher directly. Instead, a
section in the Department of Monetary Affairs contacts
the publisher, then the department sends a form to be
signed by the library administration, etc.
- Absence of job descriptions. For example, a senior
librarian in the library administration noted that some
employees are confused about their job duties, because
these duties have not been identified.
- The librarians' impression that the employee evaluation
system is not fair.
- Lack of monetary incentives.
- Taking decisions without enough planning. For example,
as a senior librarian in the library administration
explained, a decision was taken to implement centralised
cataloguing; however, the project was halted because
there is not enough qualified staff.
- Lack of regular contact between the Director of Library
Administration and higher levels of administration in the
hierarchy.
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No delegation of authority, although responsibilities
might be delegated. For example, a senior librarian in
the library administration noted that he cannot take
disciplinary action against his employees, although he is
responsible for their performance.
Non-utilisation of some library services, such as:
a. the subject catalogue in the College of Engineering
Studies.
b. the periodical index (Arabic).
c. librarians' preparation of current awareness for
new books (College of Engineering Studies).
d. the library collection in English (College of Basic
Education).
e. the Arabic collection in Medical Sciences.
f. video tapes in science and mathematics (College of
Basic Education).
librarians' preparation of current awareness of
periodicals contents (College of Basic Education).
Practitioners' view of students from the Library_ Science
Department with regard to their competency while training in
NAST libraries.
Librarians criticized the attitudes of students from the
library science department, and mentioned the following
subjects that students need to improve:
English
cataloguing and classification
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reference
5.4.1	 COXCLUSION
Methods of teaching are traditional.
There is a shortage of information needed especially by
academic staff.
It seems that there is no problem with regard to
information accessibility in the two libraries visited.
The probable reason is the size of the collection and the
standard of users' information needs. Users access
information directly from the shelves, with the help of
the librarian if needed.
There is no photocopying service in the two libraries.
Library opening hours are not adequate for users.
Library facilities, such as furniture, lighting, etc.,
are not adequate in the College of Basic Education
library.
In general, the competencies listed for various job
positions have been accepted by information workers- as
essential.
It seems that there is a lack of co-ordination and
liaison between librarians and academic staff with regard
to library materials selection.
There is lack of library services promotion.
Library performance measurement techniques are not
applied.
Generally, users regard librarians as competent in their
performance.
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- Librarians seem to be demotivated.
- Students from the Library Science Department need to
improve in the following subjects: a. ' English; b.
cataloguing and classification; c. reference.
5.5 KUWAIT UNIVERSITY LIBRARIES
Forty-three interviews were conducted as follows:
DEPARTMENT NO. OF STUDENTS
Law 3
Political Science 1
English 2
Chemistry 1
Microbiology .1
Geology 1
Marketing 1
Chemical Engineering 1
Civil Engineering 1
Electrical Engineering 1
Accounting 1
Medicine 1
Philosophy 1
Psychology 1
TABLE 5.7
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i
DEPARTMENT NO. OF ACADEMIC
STAFF
Economics Head of Department 1
Sociology Head of Department 1
Business Admin. Head of Department 1
Business Admin. 1
Philosophy Head of Department 1
Philosophy 1
Psychology 1
History 1
Microbiology 1
Geology 1
TOTAL 10
TABLE 5.8
USERS INTERVIEWED
JOB TITLE NO. OF LIBRARY
EMPLOYEES
Consultant 1
Assistant Director 2
Head of Cataloguing Arabic 1
Cataloguer Arabic 1
Head of Cataloguing Non-Arabic 1
Cataloguer Non-Arabic 1
Head of Acquisition Non-Arabic 1
Technical Assistant 1
Deputy Librarian Commerce 1.
Reference Librarian Trainee 1
Deputy Librarian Engineering 1
Reference Librarian 1
Deputy Librarian Science 1
Deputy Librarian Art 1
Librarian 1
TOTAL 16
TABLE 5.9
LIBRARY EMPLOYEES INTERVIEWED
178
As shown in the previous tables, interviewees were approached
from as many departments as possible.
Library Services
Availability of Needed Information
As Tables 5.7 and 5.8 show, seventeen students and ten
lecturers were interviewed.
	 Most of the students were
interviewed in the library.
Generally, undergraduate students, especially those from the
first and second years, depend almost entirely on textbooks
and handouts, as both students and lecturers indicated in the
interviews. For example, an academic staff member from the
Business School noted that students are very poor in doing
research, as their projects show. He added:
If students' projects were graded according to
higher standards, most of the students would not
succeed in their study.
Two students who are in their final semester remarked that the
library collection lacked in-depth information. One of them
specified a shortage of government publications. Kuwait
Central Library, the Ministry of Planning Library and Public
Libraries were mentioned as alternatives in their search of
needed information. Other students who are in their first and
second years agreed that they sometimes cannot find the needed
information.
A questionnaire conducted by the Deputy Librarian of the
Engineering Library and filled out by one hundred and
seventeen students from the Engineering College showed that
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about 60% of students think that the library collection covers
70% of their information needs for their major subject. (See
Table 5.10, which shows the results and questions in the
survey.)
The author thinks that the questions in the questionnaire
have not been formulate too well: nonetheless, it shows that
students are generally satisfied with the availability of the
information they need (9). However, a student from the
Philosophy Department noted that there is an acute shortage in
the depth and breadth of information in Philosophy. He added
that many books are censored for political and religious
reasons.	 As a result, some students acquire books from
abroad, for instance, from Egypt and Swaziland. 	 Four
students, three from the Law Department and one from
% COVERAGE
QUESTIONS 70% 40% 10%
9.1 Coverage
of major
subject
(books)
71 46 3
9.2 coverage
of minor
subject
(books)
21 38 23
9.3 Usage of
materials
17 33 65
9.4 Coverage
of periodicals
26 32 22
9.1 6 4 1
9.2 - 9 -
9.3 8 2 -
9.4 1 7 -
TABLE 5.10
RESULTS AND QUESTIONS OF A USER SURVEY CONDUCTED BY DEPUTY
LIBRARIAN, ENGINEERING LIBRARY, APRIL, 1987
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Microbiology, said that they did not use the library at all.
Academic staff generally pointed out that there is a shortage
of information in journals and books for staff use only.
However, academic staff from Microbiology and Geology said
that the library collection is adequate even for staff. All
lecturers agreed that the Arabic collection is poor, and that
this problem is due mainly to the shortage of publications in
Arabic, rather than related to the library. Some academic
staff pointed out, however, that there is a genuine shortage
of information required by both students and lecturers. An
academic staff member from the Philosophy Department indicated
that there are books in Arabic, written by Kuwaiti and
Egyptian authors, which the Library not acquired. Another
academic staff member from the History Department commented
that there is a shortage of information even for students and
mentioned a figure of 40% shortage, but for academic staff, he
added, it is an even bigger problem.
It is important to note that, particularly for student usage,
the language of library materials is mostly Arabic. This is
the situation in schools where the language of teaching is in
Arabic, such as Humanities and Social Sciences. On the other
hand, in the Medical, Engineering and Science schools,
students do use non-Arabic library materials (mostly English).
In these schools, the language of instruction is English.
Accessibility of Information
Generally, students said that it is easy to access the library
collection through its catalogue. Some students criticised
the Arabic index in the Art Library, comparing it unfavourably
with the Arabic index in the Commerce Library. One student
said that the index in the Art Library is difficult to use,
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incomplete and its form in one book is troublesome. It is
worth mentioning that the index in the Art Library is compiled
by a non-qualified librarian, whereas the index in the
Commerce Library is compiled by a para-professional librarian
(two-year Diploma in Librarianship).
Students noted that books are arranged on the shelves
accurately most of the time. (None of the interviewees said
that books are arranged accurately on the shelves all the
time.) However, one academic staff member noted that about
50% of the books are not arranged accurately on the shelves in
the Art Library. A librarian in the Art Library noted that
students return books to the wrong places on the shelves.
A general complaint from interviewees, students and one
academic staff member, is that the recent policy, which
permits the last volume of a set of multiple copies to be
loaned, should be reconsidered. Academic staff, for their
part, said that there is a shortage of multiple copies of
books, and the library is not purchasing the right number of
volumes.
It seems that traditional methods of teaching are an important
factor contributing to the abovementioned library users'
complaints. It does not seem that students are learning how
to find another alternative when a specifib form of
information is not available in the library.
Photocopying
Most of the interviewees complained about the photocopying
service. Complaints included:
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the price of the photocopying (30 K.F. - about 3p)
compared to photocopying in Students' Association);
there is a delay in the photocopying services (1-2 days).
A student from the Science Library said that students check
out books from the library and take them to the Students'
Association for photocopying due to the low price (10 K.F. for
one copy). He added that it is not unusual that they check
out the only volume in the library. As a result, other
students have to wait until this volume is returned to the
library. Another interviewee noted that sometimes, for
photocopying only three pages, it was necessary to wait for
one or even two days. A third interviewee said that the only
photocopying machine available can often break down.
Library Opening Hours
University libraries' opening hours are:
Saturday to Wednesday
	 from 7 am to 9 pm
Thursday	 from 7.30 am to 1.30 pm
Friday	 Closed
Academic staff and students stressed that the opening hours of
the library are not satisfactory, particularly at weekends and
in vacations. Many lecturers remarked to the author that they
wished the library opening hours be extended in the vacation.
They mentioned Friday, in particular, as a day when the
library ought to be accessible. One student mentioned Ramadan
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(the fasting month), and said that the library closes at 2
p.m. which is too early. He added,
I encountered an occasion when the library closed
at 1 p.m., seemingly because no users were in the
library.
Furniture, Space, etc.
Almost all students and most of the academic staff mentioned
noise, such as students talking to each other in the library,
as a problem. Library furniture, in general, seems to be
satisfactory, according to most of the interviewees. The
Library of Science, in particular, appears to be very crowded.
It seems that many students use this library as a place to
rest between classes, rather than as a library. This is due
to the lack of any other appropriate place. Most academic
staff pointed out that the libraries should be larger than
t?,3rare at present. One academic staff member noted that, if
students were to use the library (Art) as they ought to, then
certainly more space would be needed.
Information Workers' Competency
Students described the librarians as competent and helpful.
However, they did not generalise, preferring to differentiate
among library employees in their descriptions. For example,
a student said that there are two librarians in the Science
Library who have very negative attitudes toward library users.
Another student, talking about the same library, indicated
that the librarians are not competent, because they do not
suggest an alternative to a specific information enquiry when
the original item is not available in the library.
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It seems that many academic staff have the impression that the
librarians are not competent and have a negative attitude
towards library users. For example, an academic staff
member from the Business Administration Department, who is on
the library committee of the department, noted that some
librarians are very miserly with regard to information, and
one feels that they do not want to serve the user. Another
academic staff member from the Philosophy Department said that
some librarians are not co-operative, and do not encourage the
user to use the library for himself.
It is important to note that a librarian from the Commerce
Library was against the notion that the librarian should refer
users to the catalogues, etc. Instead, he claimed that the
librarian should, himself, access the needed information for
them. Only two academic staff described librarians as
competent and helpful, and these two academic staff do not use
the library because they have their own private collections.
One reason is that the library was not meeting their
information needs.
Library Materials Selection
Recently, librarians have assumed more responsibility for
library materials selection. It seems that academic staff are
not in favour of this policy. For example, the Head of the
Economic Department has said that:
It is a big mistake for librarians to select books.
The Head of the Sociology Department added that:
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unfortunately, librarians select books which we do
not need.
A Deputy Librarian, on the other hand, remarked that, when
academic staff assumed more responsibility for selection, the
process took more time than was necessary.
Delay in purchased books becoming available on the library
shelves is a problem that everyone, academic staff as well as
the employees in the Library administration, has acknowledged.
Many academic staff noted that books take up to two years to
become available in the library. One academic staff member
noted that even after the delivery of books to the library, it
takes about two months for them to reach the shelves. The
library administration now seems to be investigating the
causes of book delay, as the Head of the Acquisitions
Department pointed out, and as the author found while
' interviewing theDirector's Assistant for Technical Services.
One reason which seems to be causing this delay was the lack
of co-ordination between library administration departments.
In addition, many academic staff complained about the
insufficient number of volumes the library acquires, at their
recommendation. They feel that the library is not properly
fulfilling their requests. A lecturer from the History
Department said that he had selected some periodicals, but he
had no idea if the library was going to acquire them. He
added:
I am sure that the term will finish and the library
will not acquire them.
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Identification of Competencies
Generally, all competencies in the competencies list are
considered essential by all library employees. However, some
competencies were modified, and some were added by
interviewees.
Five interviewees added six competencies to the lists and
modified some competencies. Competencies which were added are
as follows:
1. Reference Librarian Competencies:
a. knowledge of procedures and policies pertaining to
library services.
b. ability to supervise circulation services and to
co-operate with libraries with similar collections.
c. ability to control time while serving library
users.
3. Deputy Librarian Competencies:
e. acquire
	
in-depth
	 knowledge	 of	 technical
departments, and collections of other libraries.
4. Library Director Competencies:
f. ability to speak and write in English and to have
some knowledge of French
5. Head of Acquisition Department Competencies:
g. have in-depth knowledge of the publishing market
inside and outside the country
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The modified competencies and the changes suggested by
interviewees were as follows:
1. Library Director Competencies:
original:
a. to make effective use of human resources in
personnel assignments
b. recruit, interview and hire personnel
modified:
a. make effective use of human resources and co-
ordinate them through job descriptions
b. recruit, interview and hire personnel only for key
positions, such as information specialist.
2. Deputy Librarian competencies:
original:
a. apply effective staff development techniques
modified:
a. apply effective staff development techniques
through a comprehensive plan for the whole library
These small changes in competencies reflect the experience and
the work environment practices of information workers in
university libraries. Interviewees' responses to other
questions support this supposition. For example, the Head of
the Cataloguing Department underlined the importance of the
competency: 'ability to supervise and train employees'. The
same interviewee, in response to another question, indicated
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that 60% of his time is spent ,on supervising and training
employees on-the-job. Another employee who considered the
competency, 'apply appropriate principles to weed and
inventory materials and equipment' as not important, in reply
to another question, indicated that inventory activity is a
waste of time and does not require her special training to
perform it.
When comparing qualified and non-qualified information workers
in terms of their job performance, all interviewees indicated
that the most significant factor is the attitude of the
information worker. Many interviewees gave examples of non-
qualified information workers whose performance is excellent.
LIBRARY PERFORMANCE MEASUREMENT
All interviewees' responses indicated that library performance
measurement is completely absent from the system. The library
consultant indicated that there is no standard against which
the performance of the library could be measured. He added
that library records are not accurate. For example, a recent
inventory of faculty libraries collections showed that there
are incorrect book volumes counts in all libraries. Another
interviewee, the Director's Assistant, noted that the
University administration does not use statistics in the
decision-making process.
Library Staff Motivation
It seems that there is an acute lack of communication between
all levels of library administration. The Consultant thinks
that the employees are lazy, and do not want to work. The
Director's Assistants blame Head of Departments as being too
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lenient with their employees. Heads of Departments and Deputy
Librarians, some of them directly and others indirectly, blame
the Director's Assistants for mismanagement. Library
employees blame their direct supervisors as being strict and
very authoritarian, etc.
All levels of library administration, except the Consultant,
blame the university administration for the following:
university administration does not consider the library
as an essential part of the educational process
the position of the library administration in the
university organisational structure is not settled yet.
For example, the library administration was responsible
to:
a. Secretary General, 1976
b. Rector's Assistant for Planning, 1981-82
c. Secretary General, 1985
d. Dean of Higher Studies, 1986
e. Rector's Assistant for Research, 1987-89
It is important to note that, although interviewees, in
response to a question about salaries and incentives,
complained about their salaries and the absence of monetary
incentives, they did not consider salaries and monetary
incentives as an essential factor affecting their performance.
Library assistants considered style of management and
supervision techniques as the main negative factors which
affect their performance. For example, an interviewee noted
that the supervisor (Deputy Librarian) did not trust them in
their work and intruded negatively to give directions.
Another employee noted that the supervisor (Deputy Librarian)
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did not understand them. Other factors mentioned are lack of
training, and lack of job descriptions. It is worth
mentioning, however, that employees in the Arabic cataloguing
department were satisfied with their supervisor and his on-
the-job training techniques.
Deputy Librarians and Heads of Departments, on the other hand,
have a variety of views. The negative factors affecting their
performance included the following:
a. Lack of recognition and lack of incentives;
b. Attitudes of students;
c. Shortage of qualified librarians;
d. Lack of job descriptions and appropriate job ladder.
Finally, the Director's Assistants blamed the university
. administration for not trusting their abilities and for the
non-settlement of the organisational structure. A senior
librarian mainly blamed Heads of Departments as incompetent.
Practitioners' view of students from the Library Science
Department, with regard to their competency while training in
university libraries
All the interviewees indicated that students need to improve
their English. In addition, interviewees indicated that
students do not take the training programme seriously; they
come in large numbers, and the period of the training
programme (which is one day weekly during the semester) is not
enough. The author, as a member of academic staff in the
Library Science Department, agrees with the interviewees'
responses about students' attitudes and competencies.
Students' admissions to enrol in the Library Science programme
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is determined by political, as well as educational factors.
For example, although a committee of academic staff is
supposed (by interviewing) to consider the students' for
admission, such admission is determined beforehand by the
EVM administration.
5.5.1	 CONCLUSION
There are no significant differences with regard to
librarians' views about their competencies and their
subordinates' and supervisors' competencies based on the
competencies lists.
- Although, in general, qualified librarians are considered
to be better performers than non-qualified librarians,
the attitudes of the information workers are believed to
be the decisive factor which has an impact on the
performance of the information worker.
Library performance measurement as a management tool is
not practised in Kuwait university libraries.
Generally, academic staff are not satisfied with the
availability of information. On the other hand, students
are less dependent on the library due to the traditional
methods of teaching.
-	 There is a lack of library services promotion.
Users seek other alternatives if the library does not
satisfy their information needs, e.g. some teachers have
their own private collections and they contact publishers
and purchase materials at their own expense. Another
example is that some students use other libraries, or
even acquire information from abroad.
There is a heavy use of the photocopying service.
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Noise seems to be a problem which needs to be considered
seriously by the library administration.
There are complaints from library users about the
attitudes of some librarians.
Academic staff are not in favour of the new policy for
library materials selection.
There is a lack of communication between all levels of
library administration.
Students of the Library Science department are poor in
their English, and there is a general complaint from
practitioners about their attitudes.
5.6. SPECIAL LIBRARIES
Fifteen people were interviewed in three special libraries, as
follows:
1. National Scientific and Technical Information Centre
(NSTIC)
- Head of Information Services Department
- Director of NSTIC
Library Assistant (3) 'para-professional'
- Head of Kuwait Information Centre
- Three scientific researchers 	 from various
departments
2. Kuwait Fund for Arab Economic Development
- Chief Librarian
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- Librarian
- two consultants
3. Arabic Institute for Planning
- Chief Librarian
Librarian
- Two researchers 'in different topics'
LIBRARY SERVICES
Availability of needed information:
1.	 NSTIC
The three users interviewed noted that the book collection is
not satisfactory. One of the researchers (who does not speak
Arabic) specialises in agriculture and noted that there is a
need to translate, or abstract, Arabic printed materials into
English. In addition, textbooks on agriculture are very much
needed . for training purposes.
There is also a shortage in the availability of government
publications, as an interviewee noted. It is worth
mentioning that NSTIC hosted a conference on government
publications in January, 1990. Organisation and access of
government publications in Kuwait was one of the main subjects
treated in the conference. However, because of the Gulf War,
nothing has resulted. Users are also dissatisfied with the
periodicals collection.
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2. Arab Planning Institute
Generally, users are satisfied with the information provision.
However, an interviewee specialising in Human Resources
Development noted that there is a shortage of statistical
data. He added:
most of the statistical data in the Third World are
estimates, and they are not accurate. Also, there
is a need to index newspapers and periodical
articles (in Arabic).
Another interviewee added, as an example, that there is an
important interview with high officials which ought to have
been indexed, but was not.
3. Kuwait Fund
The two users interviewed have no complaints about the
availability of information. However, audiovisual materials,
such as films or slides, were mentioned by an interviewee as
being very useful, if the library could provide them.
ACCESSIBILITY OF INFORMATION
1.	 NSTIC
Generally, there is no problem with regard to information
accessibility. However, an interviewee noted that some
periodicals are promptly sent to selected researchers, and
therefore these periodicals take about two weeks to become
available on the shelves.
	
He added, 'although I do not
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specialise in these periodicals' general topic, nevertheless,
they include articles relevant to my research'.
Some users are concerned about periodicals back issues because
they are maintained in a separate building. An interviewee
noted that he prefers to skim an article in a back issue of a
periodical rather than have a librarian provide him with the
periodical after couple of hours or even one day, as the
situation was at the time of the interviewing.
2. Arab Planning Institute
The two interviewees did not complain about information
accessibility. However, one of them noted that books are not
arranged accurately on the shelves because some users shelve
books in the wrong order.
3. Kuwait Fund
Users do not access information themselves. Instead, they ask
librarians to provide them with the information they need.
Photocopying
None of the users interviewed in the three libraries
complained about the photocopying service.
Library opening hours
Users are satisfied, for the most part, with the opening hours
in the libraries visited by the investigator. However, an
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interviewee from NSTIC noted that he and many of his
colleagues would prefer NSTIC to open on Thursdays.
The following are the opening hours:
1. NSTIC
July to August	 7 am to 6.30 pm
Fasting month	 9 am to 4.30 pm
Other	 8 am to 7.30 pm
Thursday & Friday
	 Closed
2. Arab Planning Institute
Weekdays	 8 am to 2 pm
Thursdays	 8 am to noon
September to May	 5 pm to 7 m (extended hours)
Friday	 Closed
3. Kuwait Fund
Winter (1.11 to 30.3)
Weekdays	 8 am to 2 pm
Thursdays	 8 am to 12 noon
Summer (1.4 to 30.10)
Weekdays	 7.30 am to 1.30 pm -
Thursdays
	 7.30 am to 11.30 am
Friday	 Closed
Furniture, space, etc.
No complaints were encountered about library facilities, such
as furniture, lighting, air-conditioning, etc. 	 In the
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periodical section in NSTIC, some users noted that there is
some noise caused by library employees or users talking to
each other. Lack of space does not seem to be a problem in
the libraries visited, except in NSTIC, as a library employee
noted. There, back issues of periodicals are kept in a
separate building.
Information workers' competency
Allthe library users interviewed considered the librarians to
be competent and co-operative.
Library materials selection
In NSTIC and the Kuwait Fund, librarians are responsible for
book selection and periodicals subscriptions, but, in the Arab
Planning Institute, planners select library books from
catalogue lists sent by librarians and recommend periodicals
for subscription. Interviewees in NSTIC and Kuwait Fund noted
that the library do not send them book lists to select from.
However, in NSTIC, researchers can recommend books for the
library to acquire from catalogues sent by publishers or
scientific associations.
Identification of competencies
Some competencies were considered not essential by five
information workers from the three libraries visited, as
follows:
Librarian
a . apply appropriate principles to weed and inventory
materials and equipment.
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b. operate audio-visual equipment
Head of Technical Department
c. apply indexing/abstracting techniques to local materials
d. communicate effectively in writing reports, proposals,
procedural manuals, correspondence, etc.
Head of Acquisition Department
f. establish technical service routines (acquisition,
processing, etc.)
With regard to the performance of qualified and non-qualified
librarians, most of the interviewees noted that qualified
librarians are better performers in the beginning and after
five years' experience. However, attitudes of the information
workers were mentioned by interviewees as an essential factor
that affects employees' performances.
Library performance measurement
Library performance measurement, where output targets are
clearly identified and measured, is not practised in the three
libraries visited. However, statistical data in NSTIC allows
for comparison of the Centre's performance in successive
years. For example, the number of reference questions
answered in the years 1984-5, 1985-6, 1986-7, 1987-8 and 1988-
9 were 3472, 6825, 7000, 7000, 8000, respectively, which shows
a continuing increase in the reference questions answered.
This may be an indicator of increasing use of the reference
service (10).
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Staff motivation
1. NSTIC
Compared to information workers in most Kuwait libraries,
NSTIC staff are more satisfied with their jobs - due to
higher salaries, monetary incentives and better working
conditions. However, senior employees complained about the
style of management, describing it as authoritarian. For
example, Heads of Departments cannot discuss work matters
without the Director's consent. In addition, delegation is
not practised properly. For example, the Director can ask an
employee to perform a task without informing the employee's
supervisor.
Compared to professional staff, a para-professional staff feel
a lack of recognition. In addition, they feel that they work
more than professional staff, but are not appreciated by
management. Promotion regulations seem to demotivate para-
professional staff, as a para-professional employee noted.
For example, a para-professional employee in NSTIC cannot be
promoted to grade 12 without a BA degree qualification,
whereas in other Departments in KISH, it is possible for a
para-professional to be promoted to grade 12 without a BA
degree. On the other hand, the NSTIC Director criticised the
promotion regulations from a different viewpoint, because
professional staff holding Masters degrees in information
science are required to spend three years before being
promoted to Information Specialist.
2. Kuwait Fund for Arabic Economic Development
There are several factors which have a negative impact on
staff motivation, such as the following:
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a. Librarians are dissatisfied with the Kuwait Fund
management attitudes towards the library and its
employees. For example, a senior employee noted that the
Kuwait Fund management have the impression that the
library is an easy place to run. In addition, the Kuwait
Fund management frankly state that the library is of low
priority compared to other organisational activities.
b. Under-use of library services, especially after the
closing of the Research Department, with which the
library used to be associated. Currently, the library is
responsible to the Operations Department.
c. Prejudice against women, as a senior employee noted, and
as the author observed from both the initial study and
the field work.
3. Arab Planning Institute
In the Arab Planning Institute Library, it seems that monetary
incentives and the employee evaluation system are the main
factors mentioned by librarians as having a negative impact
on their performance.
Practitioners' Views of Students from the Library Science
Department
The practitioners from the three libraries complained about
the attitudes of library science students, and mentioned the
following subjects as areas of weakness where students need to
improve:
English
Computer literacy
Cataloguing and classification
.
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In NSTIC, some attempt is made to obtain feedback. A
questionnaire has been filled in by students, designed to
elicit information about the orientation programme they
receive from NSTIC.
5.6.1	 CONCLUSION
Users are generally satisfied with the availability of
information. However, there are some complaints about
certain kinds of information, such as basic textbooks in
agriculture in NSTIC, etc.
There appear to be no problems with regard to information
accessibility.
Users are satisfied with the opening hours. However, in
NSTIC, it seems that researchers support the notion that
the Centre should be open on Thursdays.
Users are satisfied with the photocopying service.
Generally, the libraries' physical facilities, such as
furniture, space, etc., are considered satisfactory from
the point of view of users.
- Library users judged the librarians to be competent and
helpful.
- Librarians assume more responsibility for library
materials selection in NSTIC and the Kuwait Fund.
However, in the Arab Planning Institute, users assume
more responsibility for selection.
- Both supervisors and subordinates had the same views
about one another's competencies.
Library performance measurement is not in practice in
the libraries visited.
202
The following factors are believed to have a negative
impact on staff motivation;
a. the staff performance evaluation system
b. the lack of recognition from higher levels of
management (Kuwait Fund and Arab Institute), or
from library management (NSTIC).
5. 7 •PM=
Library services in Kuwait, apart from special libraries, are
limited and traditional in nature. Users are dissatisfied
with the availability of information and library opening
hours. Traditional methods of teaching, lack of library
services promotion and demotivated library staff are the main
factors which appear to be hindering the development of
Kuwait libraries services. In comparison, the situation in
special libraries is better. The small size of the library
and number of users, its relative autonomy, and the usage of
information technology are some advantageous factors. Table
5.11 shows a rough summary of the various factors investigated
in Kuwait libraries from this chapter and from Chapter 4 (The
Initial Study).
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CHAPTERS
TRIM SURVEYS KUWAIT LIBRARIES AFTER LIBERATION
On 2 August, 1990, an independent Kuwait was invaded by Iraq.
The Iraqi's occupation lasted about seven months, after which
the allied forces, led by the United States of America and UK,
liberated Kuwait on 26 February, 1991. The Gulf War had lasted
about forty days. During the War and the occupation, the
Iraqis inflicted severe damage on almost all aspects of
development in Kuwait.
In order to update information, assess the damage inflicted,
and identify future plans and management problems in Kuwait
' libraries, a repeat survey of the situation (based on
interviews) seemed necessary. In the period from .10 November,
1991 to 10 December, 1991, fifteen interviews were conducted
with senior librarians and library managers. Interviewees
were selected on the basis of the experience gained from the
first and second surveys (these indicated which people were
best informed about library affairs, and who could be expected
to co-operate most).
The following people were interviewed:
School and public libraries - four (Director, Director's
Assistant, Head of Research Department and an employee in
the Research Department)
PAAET libraries - two (Head of Library Administration and
an employee in the Library Administration)
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University libraries - three (Director's Assistant for
Personnel Affairs and Budget, Head of Foreign Cataloguing
Department, and Head of Arabic Cataloguing Department)
Special libraries:
a.	 NSTIC - one (Director)
b. API Library - two (Director General, Head of
Library)
c. GASER, one (Head of Library)
d. Kuwait Central Bank - one (Head of Library)
e. Kuwait Fund for Economic Development Library - one
(Head of Library)
This chapter consists of two parts. In the first part,
factual information will be presented, such as loss of library
collections, equipment and building damage, etc. Numbers of
library employees before and after the crisis will also be
presented. In the second part, present and future library
development plans, and library management problems, as
currently perceived in Kuwait, will be discussed.
With regard to manpower, it is important to note that, before
the Iraqi aggression, expatriates comprised about 70% of the
working force, whilst the remaining 30% were Kuwaitis. A
policy aimed at eliminating the expatriate manpower in the
country was in existence, but was by no means being applied.
After the liberation of Kuwait, and mainly for security
reasons, raising the percentage of Kuwaitis in the whole
population was seen as a priority. Thus, the Civil Service
Commission has issued a decree that specifies the percentage
of non-Kuwaitis who can be recruited for job positions where
there is a lack of Kuwaiti candidates. Appendix 6.1 includes
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an Arabic version of the decree together with a translation of
the first point of the decree (which identifies the above-
mentioned non-Kuwaiti recruitment percentage). In addition,
it was clear that citizens of countries which supported or
sympathised with the Iraqi aggression are not being recruited,
especially not to government organisations. Almost all
interviewees were aware of this policy.
6.1 THE SITUATION OF KUWAIT LIBRARIES AFTER LIBERATION
6.1.1	 Kuwait Central Library
Kuwait Central Library is located in a commercial area of the
capital, Kuwait City. Before the Iraqi invasion, the number
of library visitors was 30,038 (in 1989). Appendix 6.2 shows
the number of library visitors, their nationality and
qualifications for 1989. At the time of the interviews,
December 1991, Kuwait Central Library was closed, and the
library administration was relocated to a different temporary
site.
The library suffered complete destruction. Library property,
such as computers, software, audiovisual materials, books,
periodicals, manuscripts, furniture, etc., were all stolen by
the Iraqi authorities. In addition, doors, windows,
electricity and telephone lines were all severely damaged.
Fortunately, the library building and its structure are in
good condition and, through the United Nations, as the Head of
Kuwait Central Library noted, the Library has regained its
Arab and foreign books. The process of regaining other stolen
library materials was under way, including the valuable
recorded tapes which are of special interest to the library
administration.	 These tapes cover local cultural and
political lectures recorded by the central library since the
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beginning of the 1960s. In addition, they record local
musical events and songs. Appendix 6.3 describes the library
collection (before the crisis, up to 31 December 1989).
In Kuwait Central Library, the number of employees dropped
from fifty-two before the invasion to only twenty employees
after liberation. The percentage of the Kuwaiti employees
before the invasion was 42%, but after liberation, the
percentage of Kuwaitis was 100%. (See Tables 6.1 and 6.2,
which include the number of Kuwait Central Library employees,
their nationalities and qualifications before the invasion and
after liberation.)
6.1.2	 School and Public Libraries
Compared with other Arab countries, Kuwait public and school
libraries are considered amongst the best relative to the
number of population served. In Kuwait, each school, from
kindergarten to secondary school, has a library. This is the
highest proportion of school libraries in the Arab world (1).
Areas devoted to school libraries range from 80 to 150 square
metres:
In the academic year 1988-89, the number of school libraries
was 572. Table 6.3 shows the number of school libraries at
each school education level. For the same academic year,
1988-89, the number of books catalogued and children's books
in school libraries amounted to 3,085,393 volumes. Table 6.4
shows the number of books catalogued and children's books and
their percentages at the different school educational levels.
As a result of the Iraqi invasion and occupation, by December
1991, 270 school libraries were not able to provide services,
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KNK
TOTAL
BA LIBRARIANSHIP BA OTHER
SUBJECTS
2-YEAR DIPLOMA
L IBRARIANSHIP
OTHERS TOTAL
K 1 15 5 4 25
NK 2 6 - 19 27
TOTAL 3 21 5 23 52
TABLE 6.1
NUMBER OF EMPLOYEES IN KUWAIT CENTRAL LIBRARY ACCORDING TO
NATIONALITY AND QUALIFICATIONS (BEFORE THE INVASION)
BA
LIBRARIANSHIP
BA OTHER
SUBJECTS
2-YEARS
DIPLOMA
LIBRARIANSHIP
OTHERS TOTAL
1 7 3 9 20
0 0 0 0 0
1 7 3 9 20
TABLE 6.2
NUMBER OF EMPLOYEES ACCORDING TO NATIONALITY AND
QUALIFICATIONS (AFTER LIBERATION, DECEMBER, 1991)
210
SCHOOL LIBRARIES MALE FEMALE TOTAL
Secondary 68 57 125
Intermediate 75 60 135
Co-elementary and intermediate or co-
elementary and secondary
9 22 31
Primary 86 78 164
Kindergarden 108 108
Special education 5 4 9
TOTAL 221+ 108+ 243 572
TABLE 6.3
THE NUMBER OF SCHOOL LIBRARIES IN EACH EDUCATIONAL LEVEL,
1988-89
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due to shortages of furniture, facilities, collections, etc.
A number of school libraries were safe, but the schools in
which they served were damaged and closed. Table 6.5 shows the
schools of the Al-Ahmady province which are closed in the
academic year 1991-92. Appendix 6.4 is an Arabic version of
the decision to postpone the re-opening of these schools, and
therefore of the libraries.
The Ministry of Education calculated that the cost of lost
classified books, reference materials and children's stories
in Kuwait school libraries amounted to 3,894,155.5 Kuwaiti
Dinars, whilst the estimated value of lost periodicals is
140,000 K.D. (see Table 6.6). Table 6.7 shows the value of
lost school library collections in the provinces and at
different school educational levels. Table 6.8 compares
school library collections before the invasion and after the
liberation, together the percentages that have been lost.
Before the invasion, there were twenty-two public libraries
spread throughout the Kuwait provinces. The total volume of
classified books and children's books in the academic year
1988-89 was 194,033 volumes. Table 6.9 shows the numbers of
adult and children's books according to subject in all Kuwait
public libraries, 1988-89. As a result of the Iraqi
aggression, five public libraries were still- closed in
December, 1991. The estimated value of lost children's books
and classified books is 629,676 K.D.
Table 6.10 shows the number of lost books and their value, in
each public library. Including other items, such as
periodicals, building damage, etc., the total estimated cost
of damages inflicted upon public libraries is 761,146 K.D., as
follows:
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Books and reference material	 624,676 K.D.
Children's books	 4,591 K.D.
Periodicals	 40,000 K.D.
Furniture and equipment
	 70,098 K.D.
Deposits for book returns*
	 3,024 K.D.
Maintenance contracts
	 10,630 K.D.
Building damage	 8,127 K.D.
TOTAL	 761,146 K.D.
* In Kuwait public libraries, readers must deposit about £10
in order to borrow books. This is used for the conservation
of books.
Summing up, the total estimated value of damage inflicted upon
both public and school libraries with regard to books,
reference materials and periodicals, is 4,698,831 K.D.
Indirect losses include the destruction of the library
administration efforts and plans for computerising public
libraries and credit-hour school libraries, destruction of all
records in schools and public libraries and in the library
administration. The cost of the destruction of equipment,
printed materials, records and furniture in the library
administration comes to an estimated value of 2,000,000 K.D.
With regard to manpower, as indicated before in Chapter One,
the number of public library employees before the-crisis was
eighty-seven (see Table 1.2). As shown in the table, the
percentage of Kuwaitis was 45%. After the crisis, the number
of employees working in public libraries is seventy-one (as at
11 October, 1991), and the percentage of Kuwaitis is 92%.
Table 6.11 shows the number of employees in public libraries,
their qualifications and their nationalities (up to the end of
October, 1991).
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In school libraries, as also mentioned in Chapter One, the
number of employees before the crisis was 890 (see Table 1.4).
The percentage of Kuwaiti employees was 88.7%. After
liberation (up to 30 October, 1991), the number of librarians
and assistant librarians (clerical staff are not included),
was 679 employees. The percentage of Kuwaitis is 97%. Table
6.12 shows the number of librarians and assistant librarians,
their qualifications and nationalities up to 30 October, 1991.
In the library administration, which is responsible for both
public and school libraries, the number of employees before
the crisis was eighty-four and the percentage of Kuwaitis was
50%. After liberation (up to 30 October, 1991), the number of
employees in the library administration was seventy-two, with
a percentage of Kuwaitis equal to 86%.
6.1.3	 PAAET Libraries
PAEET installations have been severely damaged as a result of
the Iraqi aggression. Buildings, water, electricity lines,
telephone lines, furniture, equipment, air conditioners, etc.,
were all partly or completely damaged. The estimated value of
losses and building damage is 13 million K.D., and for
furniture and equipment it is 50 million K.D. Loss of
research papers and their results amount to 1 million K.D.,
whilst for consultative engineering and technical studies, it
is 60 million K.D. (2).
In a similar way, all PAAET libraries suffered severe damage
or destruction. All library collections were lost, damaged or
stolen, except the library of the College of Basic Education
for Females. The reason for this was that the college
(female) was to be reopened by the Iraqis. (In fact, the
Kuwaitis boycotted the reopening of any institution which was
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not vital, such as water and electricity stations and
hospitals.) As a result of the destruction, PAAET libraries
were closed during the academic year 1991-92. All the library
employees who used to run PAAET libraries were transferred to
work in the library administration.
The library administration is building up PAAET libraries
again from the beginning (see the second part of this
chapter). After liberation (up to 19 November, 1991), the
available book collection in the library administration was
6,491 volumes, of which only 138 volumes were foreign books
and the rest were Arabic. Table 6.13 shows the book
collection in the library administration before and after the
crisis, and records the number of books in the central log
before the crisis. Appendix 6.5 shows an Arabic version of
the translated data.
The number of employees working in the library administration
and PAAET libraries before the crisis was 51, as mentioned in
Chapter One, and the percentage of Kuwaitis was 35%. After
the crisis, there were 24 employees and the percentage of
Kuwaitis was 79%, (to December 1991). Table 6.14 shows the
number 'of employees, their qualifications and nationalities
after the crisis (as of December, 1991).
6.1.4	 University Libraries
The Iraqis tried to reopen Kuwait University during the
occupation, but failed. It is believed that the Iraqis used
the University as the headquarters of the security police (3).
The Iraqis stole almost all of Kuwait University's furniture,
equipment, computers, etc., and almost all the library's
collections of books, periodicals, audiovisual materials,
hardware and software were lost.
224
cn
0
0)
a)
SA
0 I
N(-.4
H
U)
H
C4 0)
0 X
0
,
W 0
tzl	 f31
Ei
44
4
0
t ko m
.L.4
(a$4
i<
.-1 h
up 	..1.
•	 •
,-IN
c0 co
0ko
in
 it
0 r-1
'0coV N
PI N
•I . N6-1 N
0
Nr
0
.-I
u.,
.-I
0
tO CO
0
01
-I-I
a) \
ko
a.
r-•
...
1
; I I I m
.7NI
0
En 44H
V)
H
C4 U)
0 X
0
ril 0
.
W 01
0
44
41
0:1 0
.10
(0
I
in
N
r4
N:
0
10
on
S
‘1)
Kt
CI)
41
IZ —to64
EI
Z
1-,C4)
Ca
C-)
--•I,
t.
o
0
.—
C
—.i,
t.
4.,
E te. C 0 C
Q .-- •—• 0f./ ..44... 0.1C./1001
4)	 4) ..... 4..4 .......
..-I	 ••n •—• •••-• 01 > >s£ tl.
...., ._.
1, '07 7 E le......— g.... PC .6..4 C0 ai
ti)
Ci4
0
41
C C00
.44 +4
4-,	4,
4) 41 ..-. ....E.
4, 4,
04 41)
'-I-I
CO	 CO
00
•	 ,,,,
V V
U U
C C
et	 v
C„..
0
i4
1-.
OS
te
0
0
..4
U
..4
t.
4-,
U
et
-.-4
v0
U
Z
ec
 .6.7
Jo,
'-4
4-4
0
14
U U
7 0
•••••• •—• ..-1	 ,I
0/ V/
...I	 +4
LI	 V
.--I
41
3,
0
.--4
41
tat C /-1
14 V '0111	 EV 4)4)Ca	 LO 004-4 4-4 cc) 0 ..-1t. 0...n La -4au 04
0
C.)
00
+1 +I
4411
CC
'.41
0 0
2 2
4 ..4, 4,
.-1 .-1 7
4,
to
C0
a
t.
V
.--I
.-(
0
C
..4
et
.
WV
VV
04 04
4)4)
0 0
04 04
00
V	 61
E. F.
VV
4401
= X
V
C
.4
a
0
0
V
10
1.
V
a.
1.
0
z
225
C/2
4.1
0
C:1
0
H
r-1
• H
%CI 0
0:4
O 01
0:4 C4
▪ H
4.1
>0
0
a.
>4
0
C4
a
E-4
0
E-1
z in
c°I-4
cn
En
›, 1
IZ
KC Z
0 0
Z
0 1-7
00
41 0
(./) X
0
(/)
Z 1
Lr)
0:4
CD
z
Kt
x
El
U)
Ln
cla
a
Fi
E,
0
g4
a.
64
i
1
"
Z i
i-i
z
. ..
g i
.4 oc
CL, H
8
m
g,
z 1
x cow
Z
0
E-I
<
U
H
44
H
1-4
<
0
K4
CCi
HQ
cn
C4
tli
z
E-1
Z cNi
X CO
LII
—
=
(JD
Z
<H
%
g
0:1
H
I-1
Z CI
.-1
226
Since the liberation, 25,000 Arabic book titles have been
ordered. Of these, 2,500 titles were received in December,
1991, and the administration was due to receive the rest in
1992. With regard to foreign books, it was decided to order
new copies of all the books stolen, from 1986 to date, from
Blackwell Publications, because Blackwell possessed the
bibliographical records of these books. This represented
45,000 titles, of which 5,000 titles were received by the
library administration in December, 1991.
There were also 6,209 periodical titles which needed renewing.
Of these, 1,597 were Arabic titles and the rest foreign. By
December, 1991, 100 Arabic titles had been ordered and the
administration is in the process of ordering more Arabic
titles after selection. Of the 4,662 foreign titles, 180
titles were cancelled and the rest will be ordered from 1992.
It is worth mentioning that subscriptions to periodicals for
the period August, 1990, to December, 1990, have been paid.
These periodicals will therefore be received - to the number
of 4,850 titles. Purchase of back issues have not yet been
decided upon. However, it seems that the administration will
acquire most of them on microfiche. Table 6.15 includes
details of the missing university library collection in the
administration and libraries.
The total number of library employees before the Iraqi
invasion was 205. This includes general assistant employees,
such as janitors, whose number was 35 employees. The
percentage of Kuwaitis was 30%. By December 1991, the total
number of employees was 117 and the percentage of Kuwaitis was
58%. Table 6.16 includes the actual number of university
library employees, and their qualifications, as of December
1991 (general assistant employees are excluded).
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11
NM BA LIBRARIANSHIP BA OTHERS LESS THAN BA
OTHER
QUALIFICATIONS
NATIONALITY
Manuscript Library
- 1
1
- 1 k
in
Arts Library 4 1 5 K
Commerce Library 1 5 4 6 K
30
kience Library
- 3 3 2 K
5 N
Law Library
- 3 2 3K
2N
(uwait & Gulf
Information Centre
1 2 1 3 K
1 N
:ducation Library 1 3 2 3 K
30
Ingineering
,ibrary
- 4 3 5 K
2 N
ihariah Library 2 2 4 K
Port/14n Acquiaitio
'Department
- -
5 3 K
3 N
ludio-visual
apartment
-
- - 6 2 K
4 N
irabic Acquisition
apartment
- 1 6 6 K
1 N
irabic Cataloguing
)epertment
2 3 4 4 K
5 N
Poreign
:ataloguing•
kpartment
3 4 1 2 K
6 N
Poreign Periodical
kpartment
- 3 - 3 N
(rabic Periodical
;Unit)
- - 1 -	 1 N
DOTAL 12 35 4 89
+I employee from Science Library with Master's Degree
2 Directors Assistants with Master's Degree in Librarianship and
Journalism
TABLE 6.16
UNIVERSITY LIBRARIES AND LIBRARY EMPLOYEES, THEIR QUALIFICATIONS
AND NATIONALITIES, DECEMBER 1991
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6.1.5	 Special Libraries
The seven libraries visited in the first survey were revisited
in this third survey. Strangely, two of these libraries were
not damaged, and had not had anything stolen or destroyed.
These two are the Kuwait Central Bank Library and the Kuwait
Fund for Development Library (KFED). It is believed that the
reason that the Kuwait Central Bank Library survived
destruction was that the Iraqis wished to maintain the running
of the financial institutions, e.g. the banks. With regard to
KFED Library, it seems that the Head of Iraq Fund had good
relations with some of the high officials of the KFED; thus he
sympathised with the institution. In addition, KFED is a
financial institution which the Iraqis were trying to maintain
more than other institutions. When the Iraqis were defeated
and retreated, they did not have the time to destroy
everything, so these libraries were preserved.
By December 1991, the OAPEC Library and Institution were still
not operating in Kuwait. The reason for that is that most of
the employees had been Iraqis. Several of these were now in
Cairo and were not able to obtain visas to re-enter Kuwait.
The remaining four libraries - the API library, Water Sources
Development Centre (WSDC) library, GASER library and NSTIC -
were either partly or completely damaged. There follows a
description of the situation of these special libraries after
liberation.
NSTIC
Everything in NSTIC - furniture, computers, other equipment,
books, periodicals, reports, etc. - had been stolen. The
Marine Library, for which NSTIC was responsible, was
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completely destroyed. NSTIC manpower was 50% in December
1991, of what it had been before the occupation, and the NSTIC
budget had been reduced. The reduction in the percentage of
foreigners was to 35% of their numbers before the crisis.
NSTIC headquarters was housed in a temporary accommodation in
KISR in December 1991, though it resumed its services in
October, 1991.
API Library
By December 1991 API had still not resumed its activities.
As the Director General noted, the reason was that the
academic staff had not yet returned to Kuwait because API was
still involved in restoration. It was expected, however, that
the API library would resume its activities and provide
services after January 1992.
The API Library, like most of Kuwait's libraries, has been
severely damaged. All United Nations publications and all the
periodicals were stolen by the Iraqis. In addition, a large
number of books has been lost. The total number of books
accessioned up to August 1990, was 47,060, whereas the total
number of books available in December 1991, was only 13,364.
The missing English and Arabic periodical titles amount to
163, including 23 titles in Arabic. The English periodical
subscriptions amounted to a total cost of 126,000 Kuwaiti
Dinar. In addition, 850 volumes given as gifts were lost.
Gaser Library
All that was available in the library - furniture, equipment,
books, periodicals, etc. - was stolen.
	 A record of the
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library collection was obtained in the first survey for the
year 1987 (see Table 6.17), and all of this has been lost.
Up to December 1991, the library collection only contained a
few recent gifts, so the library could not provide services.
On the other hand, there was hope of regaining the library
collection, furniture and equipment from Iraq through UNESCO.
The employees before the crisis included five non-Kuwaitis.
After the crisis, only two non-Kuwaitis remained - one
Egyptian and one Saudi.
Kuwait Central Bank Library
As mentioned above, Kuwait Central Bank Library was not
affected by the invasion. However, the library collection has
not grown or developed during the occupation period. The
library collection as of December 1991, is therefore the same
as before the invasion, namely:
Foreign books	 6,000 titles
Arabic books	 3,000 titles
Foreign periodicals
	 150 titles
Arabic periodicals	 50 titles	 (approx.)
Bank Bulletins	
-	
Arabic	 100
- English 100
As regards library employees, before the Iraqi invasion there
were four employees, one Kuwaiti and three non-Kuwaitis.
After the liberation, there were three employees, one non-
Kuwaiti and two Kuwaitis, as follows:
Two Kuwaitis with two year diplomas in letters.
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ITEM NUMBER
Education documents of Gulf
States
1,614
GASER documents 472
Reports of Arabic Education 277
Bureaux
Arab Educational Books 5,833
Anglo-Franco Educational Books 5,582
Arabic Educational Periodicals 85
Foreign Educational 108
Periodicals
351
Technical Reports
887 .
Microforms
411
Dissertations
TABLE 6.17
GASER COLLECTION, 1987
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One non-Kuwaiti (Egyptian) with a BA in Librarianship
from Cairo University.
Kuwait Fund for Arab Economic Development (KFAED) Library
As mentioned above, the KFAED Library did not lose any of its
furniture, equipment or collection as a result of the
occupation, except for one microfiche reader. The collection
of books and periodicals of KFAED Library, in 1988-89
consisted of:
Arabic books	 2,400 volumes
Foreign books	 11,775 volumes
Arabic periodicals	 43 titles
Foreign periodicals	 208 titles
On the other hand, a significant change has taken place in
terms of Kuwaiti employees. Before the Iraqi invasion, there
were five employees, of whom only one was of Kuwait
nationality. After liberation, there was only one employee
who was non-Kuwaiti (Indian). The other four were Kuwaitis.
Their qualifications are as follows:
Master's degree in Library Studies	 1 non-Kuwaiti
BA in Librarianship	 1 Kuwaiti
Secretarial Diploma	 1 Kuwaiti
BA in English	 2 Kuwaitis
Water Resources Development (WRDC) Library
The WRDC Library suffered great losses from its collection.
Appendix 6.6 provides an English translation of an Iraqi
document which illustrates the organised form of the looting.
234
This document shows that 1,800 books were to be taken from the
library. (The library collection losses include 50-60
scientific reports in addition to these 1,800 books.)
With regard to library employees, before the Iraqi aggression
there were three non-Kuwaitis, none of whom had a background
in librarianship. After liberation there was only one non-
Kuwaiti employee who held a BA in Arts.
6.2 CURRENT AND FUTURE PLANS FOR KUWAITI LIBRARIES
6.2.1	 Information Networks in Kuwait
An official decision with regard to information networks
inside and outside Kuwait has not yet been promulgated. This
means that there is nobody officially responsible for
implementing information network activities in Kuwait. As
mentioned before, NSTIC earlier attempted to create an
information network between special libraries, but with only
limited success. The main reason was that there was
insufficient co-operation from some of the libraries
concerned. Other reasons included lack of standardised
information organising and processing, lack of accurate
bibliographical records, shortage of competent librarians,
shortage of network communication equipment, etc.
At the same time, a decision to construct a union catalogue
for all Kuwait libraries was already in existence and is still
planned for the next five years, with an annual budget of
90,000 K.D. Kuwait Central Library, with the technical
assistance of the National Centre for Computers and Microfilm
(NCCM) in the Ministry of Planning, were responsible for
implementing this project. In the academic year 1988-1989,
(NCCM) issued two reports.
	
The first was entitled, 'An
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automation system for Kuwait libraries' and the second,
'National information network project'. Both reports
recommended that the Central Library and NCCM should be
responsible for a National Information Network, and for what
that entails regarding co-ordination and co-operation between
Kuwait libraries and information centres.
The Iraqi invasion destroyed all these ambitious attempts, not
least by the destruction or loss of many Kuwait library
records, collections, computers, etc. However, after
liberation, as the Head of Kuwait Central Library noted, a
decision was taken by the Council of Ministers that the Kuwait
Central Library should co-ordinate co-operation between Kuwait
libraries and foster the development of information use in
Kuwait in general. In addition, there was an agreement by the
Council of Ministers to establish a 'Centre for Information
and Studies', which will be responsible directly to the
Council of Ministers. It seems that this new organisation
will be required to provide for the information needs of the
Council of Ministers. In addition, it is expected to support
Kuwait Central Library by providing consultative studies.
In fact, meetings between the Central Library and NCCM, on one
hand, and meetings between the Central Library and private
companies, on the other, have taken place recently. Their
purpose has been to decide on the kind of automated-systems to
be implemented in the Central Library, which will also have
the potential to accommodate future plans for information
networking. Library directors and senior librarians from
NSTIC, PAAET Library, Medicine Library, KFAEP Library, Kuwait
Central Library and school and public libraries have met
informally to decide on the type of library automated systems
they wish to see implemented and to help in forming an
information network. It is worth noting, however, that as of
December 1991, agreement has not yet been reached.
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The provision of similar, generally compatible automated
information systems is very important, not only locally within
Kuwait, but also regionally, particularly among Gulf states.
For example, the Assistant Director noted that Kuwait
University is planning to attend, in January 1992, a meeting
which will be held in Muscat and Oman to discuss information-
sharing and co-operation between Gulf state universities.
6.2.2	 Training
Almost all senior librarians and library directors in Kuwait
libraries agree that there is an acute shortage of qualified
information workers. After the liberation of Kuwait, the
problem of the shortage of competent information workers has
worsened because a relatively large number of non-Kuwaiti
qualified librarians have not been able to return to Kuwait as
a result of Decree No. 11, 1991 (see Appendix 6.1).
Since the liberation of Kuwait (and up to December, 1991) no
systematic training programmes have been implemented. An
exception to this generalisation has been on-the-job training
for new recruits. Most of these new recruits are Kuwaitis
with no background in the information field.
Before the Gulf War, NSTIC used to provide cömprehensive
training programmes. After the Gulf War, NSTIC began planning
to provide short training courses at KISR and abroad.
However, as of December, 1991, such training programmes have
not yet been introduced. It is believed the reason is that
the library has been too busy in rebuilding its collection to
resume these services. In the Kuwait Fund Library, due to the
large change in staff numbers, an extensive on-the-job
training programme has been implemented, starting with an
orientation programme. Gradual recruiting, along with the
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spare time available as a result of the low level of library
activity and services, has helped the Head of the Library and
his assistant to train the new recruits. The Head of the
Library states:
Most of Kuwait Fund Bank staff were still working
in London in the United Bank of Kuwait. This, in
addition to gradual recruiting process, has helped
us to train the new recruits. The normal level of
library services is expected to be resumed at the
beginning of January 1992, when all Kuwait Fund
staff will be back.
Other Kuwait libraries have employed different ways of
training their employees. In Kuwait University, new recruits
will be provided with an orientation programme for about three
weeks, during which time they will work in different
departments of the library administration. This orientation
programme is designed particularly for those who have no
background in information studies. On-the-job training will
last for 2-3 months in Kuwait. Training programmes abroad are
also expected to be provided by the library administration.
Scholarships to take masters' degrees in information and
library studies at American or British universities are also
available for Kuwaitis. A new idea with regard to training is
that the administration is considering the establishment of a
training unit within the library administration to be
responsible for training affairs.
In Kuwait Central Library, scholarships will be available for
Kuwaitis to acquire a degree in information studies. In
addition, Kuwait Central Library is looking to PAAET to offer
training courses which Kuwait Central Library employees could
benefit from.
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In school and public libraries, twelve employees will shortly
(after December 1991) travel abroad to take a training course
in information technology at Wisconsin University, Milwaukee,
USA. This resulted from a visit of the Dean of the Library
School at Wisconsin University to the school and public
library administration.
MET libraries are undergoing a fundamental development with
the help of the British Council in Kuwait. (See the next
section.) Up to December 1991, there has been no training
activity in the library administration. However, a variety of
training and employee development programmes have been
recommended by a management consultant. Appendix 6.7 shows
the type of training recommended for PAAET library employees
in order to develop PAAET libraries and provide adequate
library services.
6.2.3	 Rebuilding Steps and Plans of Kuwait Libraries
As mentioned before in this chapter, the damage and
destruction inflicted upon Kuwait libraries varied from one
library to another. In addition, library budgets have been
increased in some libraries, and decreased in others. It
seems that these increases or decreases of library budgets, as
compared with the situation before the Iraqi invasion, is due
to what priority the library is given compared with other
parts of the institution. Another reason can be a decrease in
the budget of the whole institution of which the library forms
a part. An example of this, as mentioned before, is provided
by some of the regional organisations. Another reason for a
decrease in the budget of the whole institution can be because
the size of the institution in terms of the number of
employees, or in terms of the population it serves, may have
decreased. For example, 'The number of Kuwait University
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students before the Iraqi invasion was about 14,000 students.
After liberation in December, 1991, the number of students was
about 10,000 (4)'. The decrease in the number of state
schools is another example. Accordingly, plans for rebuilding
Kuwait libraries currently vary from one library to another.
As a consequence, it makes more sense to concentrate on the
practical steps taken, and future plans in hand to rebuild
Kuwait libraries. Kuwait Central Library was in the final
stages of repairing the electricity lines, changing doors, and
windows, etc., in December 1991. Provision of furniture and
library equipment will be the next step. A detailed proposal
concerning the library budget was submitted by the library
administration to the higher-level administration for the
academic year 1992-93. A new library organisational structure
has been authorised by Decree No. 79/90 (see Appendix 6.8,
which includes the decree in Arabic of the new organisational
structure). With regard to automation, the library
administration has been awaiting agreement on this issue from
higher management levels. Meanwhile, discussions and
consultations concerning library automation have been under
way between the library administration and the Centre for
Computers and Microfilm in the Ministry of Planning (CCM). It
is expected that the Central Library will be rebuilt and
developed quickly because it has apparently been assigned a
high priority within the Council of Literature', Arts and
Letters. The Head of Kuwait Central Library stated that:
Kuwait Central Library has been given a high
priority by the Council, because of its importance
in the information sector locally and its
propaganda importance internationally.
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The plans proposed for public and school libraries are less
optimistic than those for Kuwait Central Library. The Deputy
Director of the library administration has stated that:
Higher officials are encouraging the library
administration to develop public and school
libraries, yet there is insufficient financial
support. I proposed a budget of 260,000 K.D., but
of this amount of money, only 58,000 K.D. has been
authorised. In fact, this amount of money covers
only 25 schools. Furthermore, neither the school
time schedule nor the curriculum encourages library
utilisation.
The library administration in the Ministry of Education has a
low priority compared with other administrations, such as the
curriculum administration. It seems that this is related to
the continuing emphasis on traditional methods of instruction
('chalk and talk'). In practice, the library administration
has decided to redistribute library collections from the
libraries of closed schools to other school libraries. In
addition, attempts are being made to alleviate the shortages
of equipment, furniture and library collections in the 270
schools. Similar, but less determined measures are being
undertaken to rebuild public libraries.
An unnecessary delay in refurbishing school and public
libraries, and in building up their collections, has been
caused by the inadequate organisational structure (as
mentioned by the Director's Assistant). Books and other
library equipment have not been directly ordered and provided
by the library administration. Instead, they have been
ordered indirectly via the storage administration.
Unfortunately, the storage administration employees have been
reduced from 236 before the Iraqi invasion to only 26
employees after liberation. The problem is increased by the
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fact that the storage administration has the responsibility
for providing all the Ministry administration with equipment
and furniture, etc.
Written future plans for rebuilding and developing school
libraries were non-existent. However, ideas such as changing
the name of the library to 'Resource Centre' and changing the
name of the librarian to 'Resource Centre Specialist' will be
considered. CD-ROM technology will also be considered for
use in school libraries, particularly for reference materials.
The most important issue, which the library administration
would like to see addressed by a higher level of management,
is an enhancement of the role of the library in supporting the
school curriculum.
The Head of the Research Department notes that:
The library could be involved in the school
curriculum by, for example, allocating grades for
small project assignments to be accomplished by
students using the library. Another idea is to
teach librarianship and library usage in schools.
These ideas are useful, but the major difficulty for school
library usage is that the time available for students to use
the library is very limited, except in credit-hbur schools
libraries.
With regard to automation, before the Iraqi invasion, the
library administration and NCCM in the Ministry of Planning
agreed to introduce automated systems to process school and
public library collections. After liberation, a senior
librarian was sceptical about the automation of school library
collections. He points out that:
242
school librarians are not utilised in the first
place. To automate and use computers in school
libraries we ought to start gradually. The credit-
hour school libraries are a good place to start
with as an experiment. In all cases, an intensive
training is needed if librarians are to possess the
skills needed for automation.
Indeed, several senior librarians were against school library
automation. However, there are a few librarians in the
library administration who support the idea of library
automation. It seems that the well-known resistance to change
and what it requires in terms of new skills and competencies
and possible changes in the structure of the administration,
are behind this disagreement.
PAIOr libraries are undergoing a fundamental transformation,
with the help of four experts from Great Britain, through the
British Council in Kuwait. A budget of about 6,000,000 K.D.
has been authorised for the rebuilding and development of
PPJOr libraries. The four experts specialise in the following
areas:
library design and planning
library management
collection development
library automation
An unpublished initial report dealing with all library aspects
has been produced by these experts and a time schedule to
develop the PAAET libraries has been established (see Appendix
6.9, which includes the time schedule). On the management
side of the project, revised job titles, salary schemes and
management structure have been recommended by the management
expert.
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However, it seems likely that some difficulties may face the
library administration as and when it decides to implement
some of the managerial proposals. For example, it is
difficult to change salaries and the linked job titles. As a
government organisation, employees' salaries are subject to
Civil Service laws and regulations (see Table 1.3). Another
example is the usage of the English collection. Research has
shown that the English collection in the library of the
College of Basic Education (Male) was hardly used at all by
students or teachers. A third example is the continuing
negative attitude of librarians towards training. Finally,
recruitment of qualified non-Kuwaiti employees is limited, and
there is an acute shortage of qualified Kuwaitis. Regarding
this difficulty, one option the library adminstration is
intending to apply is to assign one librarian to take charge
of two nearby libraries. For example, it is planned to assign
one librarian for both the library of the College of Basic
Education and the library of the Library Department.
The Director of library administration has recently stated
that:
- The largest problem is a managerial one, that
is, communication with higher levels of
administration.
- There is a negative attitude towards training,
in particular, for women and they refuse
overtime working.
As of December 1991, it is interesting to note that, while
PAAET libraries are undergoing profound changes with the help
of foreign consultants, Kuwait University libraries are not.
Kuwait University libraries, before the Iraqi invasion, were
subject to a detailed consultative process (see Chapter 4).
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Of the policies then recommended by the 'consultants', only a
loans policy was authorised and is still applied.
A plan was authorised, before the crisis, for building four
new libraries. It is still supposed to be implemented, since
nothing has yet been issued to cancel it. The four planned
library buildings include:
a. a library in Shuwaik to cover commerce and
administration, law, sociology, petroleum and
engineering.
b. a library in Kaifan to cover shariah, and letters
(female).
c. a library in Kaldiah to cover science and languages.
d. a library in Edailiah to cover education.
Temporary measures have been undertaken to allow the
university libraries to re-open quickly. Currently, the
libraries collections are separately relocated in four places,
as follows:
a. Shariah library collection, Education library collection,
Letters library collection (female);
b. Commerce library collection, United Nations publication
collection;
C. Science library collection,	 Engineering library
collection;
d. Law library collection, Gulf Information Centre
collection, Documents library collection, Letter library
collection (male).
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To meet the needs of academic staff, online searches will be
available through Dialog in the very near future. In
addition, contacts with the British Library have been
maintained to provide for subsequent document delivery.
There is a strong support for automation from the higher
levels of administration. Up to December 1991, companies for
library automation, such as Tecklib, have been contracted.
The library administration has explained to these companies
the circumstances and characteristics of the university
libraries (such as the different locations of collections, the
presence of Arabic collections, the classification systems in
use, etc.). There is some preference for the Dobis Libis
automation system because of its success in some universities
in Saudi Arabia. CD-ROM technology will very likely be used
In the near future, with terminals in the libraries and a
mainframe in the library administration.
The most important obstacle to implementing these plans is the
availability of qualified librarians. The Assistant Director
has pointed out that:
In the next five years, the most difficult problem -
will be the availability of qualified and competent
librarians.
As noted in Section 6.2.2, a training unit is very likely to
be created to tackle this problem of staff shortage. That is
in addition to providing scholarships and training courses
abroad.
With regard to special libraries, especially those which were
affected by the Iraqi invasion, none has established a
contract with foreign consultants to help in rebuilding and
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development. The exception to this statement is NSTIC, which
has contacted a number of American agencies to assist in the
rebuilding phase of the institution.
All the special libraries visited had experienced budget
decreases. For example, the Water Centre library has had its
budget for books and periodicals reduced by 20%. The NSTIC
budget has also been reduced (but a figure was not available).
Regional organisations have had even more problems with their
budgets. The main theme in the rebuilding and development of
special libraries has been to maintain the services, sizes and
quality of the collections, equipment, etc., at a level
similar to the situation before the crisis. For NSTIC, for
example, one of the prime considerations was to rebuild the
core collection to its previous level.
Information technology was already in use in special libraries
before the War, and those who were not using it were planning
to do so in the near future. In the Water Resources library,
storage of indexing and classification data on a PC is likely
to be applied in the near future. In the Kuwait Central Bank
Library, classification data are being stored on a terminal
linked to the Bank mainframe. In the Kuwait Fund library, a
similar application of computers is in use. In both these
libraries, a locally produced program has been utilised.
About the end of December 1991, NSTIC was planning to install
CD-ROM work stations; in addition, an online service is
available. NSTIC has also contacted Techlib and the Virginia
Tech Corporate Research Centre about implementing of
integrated library system.
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6. 3 SUPD1ARY
Because of the Iraqi invasion, Kuwait libraries suffered
severe destruction in buildings, equipment, etc. The current
rebuilding efforts are an attempt to restore the situation of
Kuwait libraries as they were before the invasion. Minimising
the recruitment of non-Kuwaitis demands greater efficiency and
effectiveness in Kuwait libraries in order to provide services
adequately. This, in turn, implies even greater pressure on
library personnel management.
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CRAFT= SEVEN
DATA ANALYSIS
The collection of the data contained in Chapters Four, Five
and Six corresponds to step two in Checkland's methodology
(see Fig. 3.4). Each of the three surveys has highlighted a
number of difficulties relating to personnel management
practices in Kuwait libraries.
The main survey was carried out in order to investigate the
issues which were extracted from the Rich Picture as being of
major importance (see Chapter Three). It is worth noting that
'Library Services', which is one of the issues investigated in
the 'Main Field Survey', was selected as an issue of
importance subsequent to the Rich Picture analysis. Its
significance and its direct relevance to staff motivation
(e.g., under-utilisation of some library services and users'
views about the competency of staff) was suggested by the
pilot study. The final survey (Chapter Six) was conducted to
update data and to identify any new plans for the development
of Kuwait libraries as a result of the Gulf War and the
destruction of many Kuwait libraries.
As noted above, each survey resulted in a number of personnel
management difficulties. Some, but not all, of the
difficulties were identified in more than one of the studies.
For example, the difficulty presented by 'Information workers
negative attitude towards training' was noted in all three of
the surveys conducted. Another example is the shortage of
qualified staff (of Kuwaiti nationality, in particular).
The analysis of the data described in Chapters Four and Five
therefore begins with a summary of the major problems
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identified in each of the surveys separately.
First Survey (Chapter Four) 
There is a shortage of qualified information workers.
There is a lack of adequate training programmes where the
needs of both the organisation and the trainee are met.
Meanwhile, information workers have a negative attitude
towards the available traditional training programmes.
The staff appraisal system is criticised by almost all
interviewees as unjust. An obvious shortcoming of the
staff appraisal system is its confidentiality from the
information worker in question.
Kuwait libraries follow an authoritarian style of
management.
An unconstructive relationship between supervisors and
their subordinates is prevalent in Kuwait libraries. For
example, school librarians criticised library inspectors
as very authoritarian and as merely looking for mistakes
while inspecting. On the other hand, some inspectors
described some school librarians as without initiative
and lazy.
Disagreements and conflict exist on various levels inside
and outside the library. For example, in some libraries,
some senior librarians criticised each other as
incompetent and lacking in supervisory skills.
Sound written recruitment policies and job descriptions
are virtually non-existent.
The fact that routine job activities are being carried
out by over-qualified staff is causing resentment and
dissatisfaction (e.g., such activities as photocopying,
arrangement of card catalogues alphabetically and book
shelving).
Second Survey (Chapter Five) 
-	 In some libraries, such as the Kuwait University
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Libraries, some library users criticised the librarians
and assistant librarians as incompetent and not friendly
in providing services. For example, academic staff in
Kuwait University described the ability of librarians to
select library materials as poor.
Staff are demotivated and lack enthusiasm. Several
factors are believed to lie behind such staff apathy and
low morale in Kuwait libraries (e.g., lack of incentive,
lack of delegation).
It seems that the under-utilisation of some library
services has an impact on staff motivation, (e.g., under-
utilisation of the Arabic collection in Medical Science
and of the indexing of periodical contents in the College
of Basic Education Library). This under-utilisation of
Kuwait library services is, in part, related to the lack
of library promotion and the limited role of libraries in
the education process.
Librarians and assistant librarians have the impression
that they are not appreciated either by their library
management or the public.
Library performance measurement is not practised in
Kuwait libraries. In addition, there is a lack of
organised and accurate library statistics.
Employers criticised the attitudes and competency of the
students from the Library Science Department.
Third Survey (Chapter Six) 
Greater stress must now be placed on the efficiency and
effectiveness of Kuwait library staff as a result of the
policy limiting the recruitment of non-Kuwaitis.
There will now be more demand for information workers who
possess IT skills as a result of the plans to develop
Kuwait libraries and apply IT.
These changes may show up deficiencies in Kuwait
libraries more clearly, since some library problems have
more impact than others. For example, the influence on
users of an over-qualified information worker conducting
routine work tasks (e.g., photocopying) is less harmful
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than that of an incompetent reference librarian.
The problems identified in these three surveys not only
,—
overlap, but are also inter-related. For example, demotivated
members of staff are not likely to be keen to attend a
training programme, nor are their attitudes to users likely to
be very supportive.
In identifying the major management problems that need
tackling in Kuwait libraries, an iterative approach has been
followed. That is to say, issues that have been identified as
important in one survey are then looked for in the results of
the other surveys. The final importance of a topic and its
description then rests on the conflation of the results of all
three surveys. For example, management style, incentives,
status and role of the library, relationships between
supervisors and subordinates, etc., can all be grouped under
'staff motivation', since this seems to be the relevant thread
that is running through all three surveys. In a similar way,
training programmes, staff competency, staff appraisal system,
etc., can be grouped under 'staff training and development'.
The most important management issue that comes out of this
kind of analysis is, in fact, staff motivation, whilst staff
training and development comes second. 'Communication' is
interwoven with both staff motivation and staff training and
development (e.g., staff appraisal systems as a management
method to enhance communication), but is sufficiently
distinctive to warrant separate treatment. 'Library
services' also appeared to be important, though only
indirectly related to staff competency and motivation.
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In terms of soft systems methodology, after the identification
of the problematic issues, the next step is to compare stage
4 (the models adopted) with stage 2 (the Rich Picture). The
outcome will be a firmly-established picture that can then be
used to examine desirable (and feasible) changes. In this
approach, the recognition of what should be discarded is
regarded as important as recognising what models to retain.
The following are examples of models which were constructed,
but were subsequently discarded, indicating some of the
factors at work in reaching a finally acceptable picture. By
constructing these models, more understanding was gained to
help construct the final versions.
In Fig. 7.1, the model represents the various important
factors which will be referred to in subsequent analysis.
This model was constructed first. It lays out the general
* points that were expected to appear in the more detailed
models, as they were developed later.
Fig. 7.2, represents an attempt made to encompass a number of
factors extracted from the Rich Picture on one important issue
(competency of library managers and information workers). In
addition, the figure summarises the difficulties encountered
in various libraries in Kuwait. This model helped in
describing one of the final systems - a system that can be
used for discussing ways of increasing the supply of competent
Kuwaiti information workers. The model for the latter system
(Fig. 7.7) has been used in discussing the final results.
Fig. 7.3 is another model which helped in the construction of
Fig. 7.7. For example, activities such as 'send abroad' and
'train locally' in Fig. 7.3 were used in the final version of
Fig. 7.7. (This final version is more detailed and the
connections between the activities are more elaborate.) By
this iterative approach, the system in Fig. 7.7 was reached,
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and it was considered to be appropriate for the analysis.
Again, the model in Fig. 7.4 - a system to enhance staff
motivation - is an initial (incomplete) outline of a system
which helped in the construction of the final form. The
system, in its final form (Fig. 7.8) shows, for example, that
the activity 'Foster a positive librarian image' was added to
the final version of the system.
The model in Fig. 7.5 - a system for discussing how proposed
plan can be implemented successfully in the minimum possible
time - was discarded altogether. There were two reasons for
abandoning this model. First was lack of data about some of
the elements in the model. For example, in the course of the
surveys, library directors were reluctant to provide detailed
data about future plans, particularly data about expenditure.
Secondly, the implementation and evaluation of the 'proposed
plan' are beyond the scope of the present research. However,
the model included important issues, such as training,
management style, communication, etc., which have been used in
the other models.
Because there are overlaps between the major problems that
have been isolated, they necessarily correspond to overlapping
systems. Correspondingly, it was found that the time and
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IMPORTANT FACTORS THAT MUST BE TAKEN INTO ACCOUNT
IN THE ANALYSIS
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FIG. 7.3
A SYSTEM THAT CAN FORM THE BASIS FOR DISCUSSING WAYS OF
ALLEVIATING THE SHORTAGE OF COMPETENT INFORMATION WORKERS
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effort spent in the construction of the first model, was more
than the time and effort spent in building the remaining
models.
The final systems constructed as a result of this data
analysis are:
1. A system which meets users' needs and encourages the use
of the library (Fig. 7.6).
2. A system for increasing the supply of competent Kuwaiti
information workers (Fig. 7.7).
3. A system to enhance staff motivation (Fig. 7.8).
4. A system to enhance communication inside and outside the
library (Fig. 7.11).
As mentioned above, these four systems are interconnected with
each other. In other words, the best outcome is to be
expected when the four systems are implemented together. For
example, in order to 'increase the supply of Kuwaiti
information workers' - system number two above - Kuwaitis
should be motivated to take training programmes - system
number three above. Similarly, system number one above -
'meeting users' needs and the encouragement of library use' -
requires motivated competent staff with adequate communication
skills. Thus, there is a continuing overlap between the
systems and their activity-based models.
These proposed systems obviously only represent logical
constructs. Due to the complexity of the real situation, it
is always necessary to maintain flexibility in implementing
the systems in order to accommodate any unexpected setbacks.
This is in line with Checkland's soft systems methodology,
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which is intended to be an open-ended methodology, since the
implementation of the suggested solutions may always lead to
new difficulties that then require further investigation.
For example, in the first system, (Fig. 7.6), the activity,
'ask users about their needs', should be applied with caution.
Some users may be quite satisfied with library services, even
though the library services are limited and below standard.
The reason is that some users are not aware of their
information needs, or they have low expectations of library
services. Similarly, the activity, 'promote library
services', could lead to more pressure from users, due to
higher demand as the services are promoted. At the same time,
some information workers may well be satisfied with the status
quo and resist extra or new activities associated with the
promotion of library services.
Similar precautions must be taken with each of the systems.
For example, in the second system, (Fig. 7.7), the activity,
'send students abroad', depends on factors such as the
priority needs of the professionals in the parent organisation
and on the willingness of staff to continue their education.
The activity 'train Kuwaiti information workers' depends on
the competency of trainers and on whether the staff are
willing to be trained. In the third system, (Fig. 7.8), the
proposed activities could well enhance the motivation of
personnel who are ambitious and self-motivated. However, they
may not affect or change the motivation of staff who are happy
with limited and unchallenging job activities. Finally, in
the fourth system, (Fig. 7.11, the activity, 'follow an
organic management style', requires that library directors and
librarians in senior positions have a positive attitude
towards information exchange and encourage others to copy
them). Here, it will obviously be difficult to change the
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attitude of senior staff who, throughout their careers, have
been rewarded by higher positions, as a result of their
present management style.
In the following sections, the four systems and their
activity-based models which have been developed on the basis
of the field data will be used as a framework for the final
stage of analysis. They will be used to identify which
activities are present in the actual situation, and which are
not. If the activity is present, is it practised
appropriately? If not, what are the reasons or factors which
impede its proper performance?
7.1 A SYSTEM FOR MEETING USERS' NEEDS AND ENCOURAGING THE USE
OF THE LIBRARY (fig. 7.6)
IDENTIFICATION OF USER NEEDS
The Study of Users' Information-Seeking Behaviour
There does not seem to have been any specific study of users'
information-seeking behaviour in Kuwait libraries. This
research has revealed the following:
a. Library catalogues in Kuwait Central Library, the public
libraries, the colleges of engineering and basic
education, and school libraries are not exploited as an
access tool for library books. Generally, students and
teachers access library books directly, or they ask the
librarian to access the required printed information for
them. Maybe the reason for this is that librarians do
not encourage and teach users how to use the catalogue,
as the author observed in three such libraries. Another
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reason could be that the data in the card catalogue are
not accurately reproduced such, as is the situation in
the College of Basic Education (Male) Library.
Both Arabic and non-Arabic periodicals are seldom used,
particularly by students in public, school, PAAET and
university libraries. This is due both to traditional
methods of teaching and to the library organisation of
periodicals. Competency in English is also an important
factor in the lack of usage of non-Arabic periodicals.
b. Users seek other alternatives in their search for
information, if the library does not meet their
information needs. For example, some students in Kuwait
University noted that they sometimes, while travelling
abroad, acquire books because these books are not
available in the university library for religious
reasons. Examples are some philosophy books.
c. Methods of teaching in schools, colleges and universities
have a significant impact on students' information-
seeking behaviour. For example, students in schools and
some colleges in PAAET, due to the traditional teaching
methods (chalk and talk), are able to succeed in their
study without the need to exploit the library, as their
library issue cards indicate.
ASKING USERS ABOUT THEIR NEEDS
a. Conduct of user surveys 
Broadly speaking, there is a severe lack of user surveys
in Kuwait libraries. The reason seems to be shortage of
staff, or management incompetence. However, in NSTIC,
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user information needs and opinions are elicited by
questionnaires (see Appendix 7.1, which includes an NSTIC
questionnaire to elicit users' opinions about library services
in 1989).
On an individual basis, some librarians conduct user
surveys, e.g. the Deputy Librarian of the College of
Engineering Library in Kuwait University, who collected
information about the engineering library collection.
The main purpose of the survey was to elicit students'
and academic staffs' views about the adequacy of the
library collection in covering their information needs,
and to discover if senior undergraduate students used
periodicals in their studies.
b. . Liaison with users 
Generally, liaison with users does not follow any
consistent procedure. There seems to be no feed-back on
users' impressions of library services to Kuwait library
administrations. The position of 'Library Liaison
Officer' does not exist in the academic departments in
Kuwait University or in PAAET; library committees do
nominally exist in Kuwait University academic
departments, although practical liaison with the Library
is very limited. It is confined to catalogues sent from
the Deputy Librarian to academic staff for selection of
material. The rate of sending these catalogues depends
on the individual Deputy Librarian's inclination.
In school libraries, librarians represent their library
in library committee meetings. The committee consists
of: the Headmaster, Departmental Heads and the social
advisor. The library committee's duties are as follows
(1):
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- To look into all library affairs: library services,
supporting the school curriculum, fairs, etc.
- To select the best students for the school
libraries competition.
To utilise unwanted magazines by giving some to
students as gifts and by using others for clipping
files.
- To sign the library annual report provided by the
librarian.
- To provide suggestions for library development.
The committee is supposed to meet at least once a month.
However, in practice, the library committee is not
effective due to the secondary role of the school library
in the education process. There is a large gap between
what is written and what is happening in practice.
In NSTIC, information specialists attend research
progress seminars, departmental meetings and meetings
with individual researchers to gain understanding of the
projects with which the information specialists are
involved (2). NSTIC requires that their information
specialists have a science background at undergraduate
level. Thus, information specialists have some general
understanding of the level and depth of information
needed.
THE SELECTION OF APPROPRIATE LIBRARY MATERIALS
As noted before, users, such as teachers in the University,
schools, and PAAET, are, in general, dissatisfied with the
availability of information. They are also dissatisfied with
the time taken to delivery library materials. Delay in the
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provision of library materials, such as books is evident in
schools, university and PAAET libraries. It seems that
bureaucracy is the cause for this delay, as users and
librarians both noted.	 The organisational structure is
mother reason for such delay. For example, there is a
separate administration or division, which is not responsible
to the library administration and which deals with purchasing
library books for PAAET and school libraries.
At the time of conducting the second survey of this study
(January 1990), an official investigation was taking place to
identify the causes of delays in the provision of books in
Kuwait university libraries, and to suggest possible
solutions.
Lack of competent information workers is also a significant
factor which is believed to affect negatively the selection of
appropriate library materials. In general, it seems that
librarians do not rely on carefully chosen criteria when they
select library books. For example, a deputy librarian in
Kuwait University noted that, when he selects a book for his
library, he relies mostly on the 'title' of the book. The
library administration did not even possess the university
catalogue of academic research and teaching programmes, nor
did the deputy librarians in charge of selection. An
information worker who has no qualification in librarianship
practises book selection in Kuwait Central Library.
In Kuwait University, in line with the new developmental plans
and with the new policy of librarians assuming more
responsibility for library selection, training sessions for
library materials selection have been provided by the American
task force (about nine persons) (see sections 5.5 and 4.4.2).
It is worth noting that academic staff expressed their
dissatisfaction with this new library materials selection
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policy, on the grounds that the librarians are incompetent in
their selections (academic staff described librarians'
selection as poor).
THE ORGANISATION OF LIBRARY MATERIALS FOR EASY ACCESS
Most users of Kuwait libraries did not complain about
information accessibility, even though the catalogues in
PAAET, public and school libraries, Kuwait Central Library and
some special libraries are not exploited by users.
In some Kuwaiti libraries, journals are not necessarily
processed and organised adequately. In the College of Basic
Education library, there were only about 22 Arabic and non-
Arabic journals. Further, these journals were not subscribed
to on a continuing basis. It seems that the main reason for
this unsatisfactory situation was lack of qualified staff and
the insufficiency of budget.
As students noted, the Arabic periodical index in the Art
library in Kuwait University was not easy to use in comparison
with the Arabic periodical index in the Commerce library. The
reason for this was that the librarian who compiled the index
in the Arts library has no background in librarianship.
Non-usage of library tools to access information is partly due
to the attitude of librarians, who make the information
required available for users, rather than teach users how to
access information for themselves. The author observed this
behaviour in public, school, PAAET, university and Kuwait
Central libraries. In addition, a university information
worker observed that he does not agree with the notion of
teaching students to access information by themselves, which
the 'American Task Team' is promoting.
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Some lecturers also noted that librarians seem to be reluctant
to teach information skills. Another lecturer noted that
librarians do not know how to use some reference tools
themselves (in English). Therefore, they are not able to
teach students how to use them.
This attitude of librarians might be a result of the
following:
a. Incompetency of some librarians due to lack of academic
qualifications, English reading skills, proper training,
etc.
b. The notion that information is power. Librarians may
consciously or unconsciously think that if users can
access information for themselves, they will lose power,
and their role will be trivialised.
c. Deficiency of the card catalogue, as in the College of
Basic Education Library.
From the user side, although users expressed their
dissatisfaction when asked, it does not seem that they exert
any pressure for change. A senior librarian in Kuwait library
administration observed:
Users have influence on our performance, but they
do not exert any pressure regarding library
services, e.g. to follow up the library materials
they suggest for purchase.
A Head of an academic department remarked:
Frankly, academic staff responses regarding library
materials selection are not encouraging. It could
be that the reason is that the catalogues sent are
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not adequate. In any case, I ask my colleagues to
select from the catalogues and respond to
librarians' requests.
THE ENCOURAGEMENT OF LIBRARY USAGE
Mere are several indicators which demonstrate that Kuwait
library administrations are not taking library services'
promotion seriously into consideration. Posters which
encourage library usage are absent from almost all kinds of
libraries. There is also an acute shortage of library guides,
leaflets, etc., in Kuwait libraries. Library 'Directions' are
not properly designed, except for NSTIC and the newly designed
'library directions' in Kuwait University library. For
example, in an intermediate school library, clear signs
ladicating the sublects are not present on the shelves.
Mother example is that, in Kuwait Central Library, there are
posigns whIch guide the user to the audio-visual materials
section on the second floor, etc. In Kuwait University
libraries, some lecturers did not know about the online
service.
The English Collection library of the College of Basic
Vacation is closed most of the time. As noted before,
library staff open the library for cleaning and iNthen users
need it. When librarians were asked the reasons for not
exploiting this library, shortage of staff and non-usage by
clients was the answer.
Lack of library services promotion in Kuwait libraries seems
to be due to lack of awareness of its importance on the part
of library management. In addition, lack of clear library
objectives is an important factor. For example, in school
libraries, the library administration asks school librarians
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to train the maximum number of students to compete in the
school library skills competition. A school library
competition exists for both intermediate and secondary
schools. The purpose of the competition is to spread library
education awareness among students and to teach students how
to use school libraries. Each school carries out preliminary
contests to nominate five students for the competition, in
which a written and oral examination is set (3). The library
administration has criticised school librarians because only
afew students are trained by librarians for nomination of the
five contestants in this competition. Yet, if inspectors in
consultation with school librarians specify the minimum number
of students who ought to be trained for the competition,
librarians can be better motivated to promote library services
to more students. Factors such as school population, the
number of librarians in the school, etc., should be taken into
consideration to specify the minimum number of students who
ought to be trained for this competition.
MONITORING LIBRARY USAGE
Library performance measurement is not practised in any of
Kuwait's libraries, excluding NSTIC. Library objectives are
general and are not broken down by management into
quantifiable items or indicators which can be measured. In
addition, Kuwait library statistical data suffers from
disorganisation and inaccuracy. For example, a public
librarian noted that library visitors should register their
names and occupations upon visiting the library (because the
data are needed for library management): however, it is very
difficult to apply this procedure consistently, due to staff
shortage. In Kuwait University, senior library administrators
rioted that library statistics are disorganised and difficult
to access because there is no unit or information worker
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responsible for their collection. Several senior librarians
from the Kuwait library administration, school library
administration and PAAET library administration noted that
library statistics have very little or no impact on decision-
making.
On an individual basis, two librarians from the College of
Engineering Studies in PAAET and Kuwait University library
administration started collecting and organising library
statistics. However, both of these activities have been
discontinued. The librarian from Kuwait University travelled
to the United States to continue his library education. The
otter librarian noted that the project is very time-consuming
and that there is no support from PAAET library
administration. (See Table 7.1, which includes the number of
Arabic and non-Arabic book titles and volumes according to
academic departments, July 1985, as an example of the data
collected by the librarian of the College of Engineering
Studies.)
ARABIC NON-ARABIC TOTAL
VOLUME TITLE VOLUME TITLE VOLUME TITLE
Mechanical technology 42 21 54 44 96 65
Electrical technology 3 2 6 5 9 7
Electronic technology 18 9 70 67 88 76
Construction technology 16 4 30 23 46 27
Chesical technology
— — 5 5 5 5
Technology (other) 12 9 18 18 30 27
TOTAL 91 45 183 162 274 207
TABLE 7.1
NUMBER OF ARABIC AND NON-ARABIC BOOK TITLES AND VOLUMES
ACCORDING TO ACADEMIC DEPARTMENTS IN THE COLLEGE OF
ENGINEERING STUDIES, JULY 1985
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7.2 A SYSTEM FOR INCREASING THE SUPPLY OF COMPETENT KUWAITI
INFORMATION WORKERS (Fig. 7.7)
SENDING STUDENTS ABROAD TO STUDY INFORMATION WORK
According to their needs, government ministries and
organisations decide on the number of scholarship candidates
and level of education to be obtained abroad. On the basis of
their requests and the budgets allocated, the Civil
Service Commission offers scholarships (4).
Scholarships fall into three categories (5):
a. A scholarship for postgraduate education. Its period
ought not to exceed six years unless the nature of the
study requires more.
• b. Theoretical or practical study, or conference or
symposium attendance. The period ought not exceed one
year at a time and two years in total.
c. Training courses. The period ought not to exceed one
year at a time and three years in total.
In order to be sponsored by the government, an undergraduate
or postgraduate candidate must acquire admission from a
recognised university. Cultural attaches in Kuwaiti embassies
produce lists of accepted universities. Almost all Kuwaiti
students who study abroad for recognised qualifications,
undergraduate or postgraduate degrees, are sponsored by the
government. Kuwait students studying abroad at their own
expense for undergraduate degrees are allowed to be sponsored
by the government on the condition they pass the first year of
their programme with a 'B' grade. (In the following years it
is not required that the student passes with a 'B' grade.)
274
275
Table 7.2 shows the number of Kuwait scholarship students in
088-89 (6). It can be seen from the table that the majority
of students specialise in medicine and engineering. A number
of factors have an impact on the number of students
specialising in a specific field of study. Prestige is one.
In Kuwait, engineering and medicine have more prestige than
any other subject. Another factor is the availability of
educational programmes in Kuwait. The third factor is the
lumber of scholarships offered by the Civil Service Commission
ina particular field of study, which depends on the judgement
of the Council of the Civil Service concerning the priority
needs for different subjects of specialisation. The fourth
factor is the judgement of various government ministries and
organisations regarding the number of scholarships in various
specialisations.
Librarianship is not a prestigious career in Kuwait and it
seems that government organisations give librarianship a low
priority in their estimates of the scholarships needed for the
development of their staff.
The total number of Kuwaitis who have an academic degree in
librarianship is the same as the number of Kuwaitis who have
continued their studies abroad (twenty-one) because there has
been no library school in Kuwait that offers a BA degree in
librarianship (see Table 7.3).
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Sciences M 5
F
T 5
Arts & Education M 10
F 5
T 15
Engineering including petroleum m 36
engineering F 1
T 37
Medicine M 27
F 15
T 42
Medical Assistant M -
F 1
T 1
TOTAL M 78
F 22
T 100
TABLE 7.2
SCHOLARSHIPS FOR KUWAITI STUDENTS, 1988-89
Kuwait university 4
Kuwait Fund 1
NSTIC 4
PAAET 3
School libraries 7
Public libraries 2
TOTAL 21
TABLE 7.3
NUMBER OF KUWAITIS WHO HAVE STUDIED LIBRARIANSHIP ABROAD
277
The number of para-professional Kuwaiti library employees was,
at the last count, 459 (Table 7.4), of whom about 90% work in
school libraries. The school library administration therefore
argues that the library school in PAAET ought to concentrate
more on subjects related to school librarianship.
Kuwait university 3
School libraries 433
Public libraries 12
PAAET 8
Central library 3
TOTAL 459
TABLE 7.4
NUMBER OF KUWAITI PARA-PROFESSIONALS
The number of non-Kuwaiti professional and para-professional
information workers is about 162 and 6, respectively (see
Table 7.5).
Kuwait
University
PAAET School
Library
Admin.
School
libraries
Public
libraries
NSTIC
Professionals
Pere-
Professionals
13
2
13
-
21
1
87
2
10
1
18
n/a
TABLE 7.5
NUMBER OF NON-KUWAITI PROFESSIONAL AND PARA-
PROFESSIONAL INFORMATION WORKERS
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The approximate population served by the different kinds of
libraries is shown in Table 7.6 (7).
Kuwait School Kuwait Popu-
University 1988-89 lation 1989
Students 12,485
second semester 1989
372,462 2,048,422
(estimated)
Staff 889 28,431
TABLE 7.6
POPULATION SERVED BY DIFFERENT KINDS OF LIBRARIES
The previous statistics give a rough indication of the
shortage of Kuwaiti qualified professional information
' workers. They show that most of the qualified information
workers are non-Kuwaitis. Particularly after the Gulf War,
it seems that there has been a genuine attempt to increase the
percentage of Kuwaitis running government organisations.
ACQUISITION OF A BA QUALIFICATION
Of the 21 Kuwaiti information workers who qualified overseas,
about 13 acquired BA degrees in librarianship. One of the
main reasons negatively affecting the availability of
competent Kuwaiti information workers has been the absence of
aBA programme in librarianship in Kuwait. Only recently, in
1988-89, has such a programme commenced. In addition, lack of
manpower planning in general, and in the information field in
particular, further aggravates the problem.
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Before the Gulf War, the Ministry of Higher Education was in
the process of renewing and changing the scholarship
regulations. These regulations require that secondary school
students finish their diploma with a very high grade to be
eligible for a scholarship. However, possibly due a lack of
knowledge of the librarianship and information science
profession, excellent students seldom choose librarianship;
subjects such as engineering and medicine are more favoured.
ACQUISITIONS OF MA AND PHD QUALIFICATIONS
In Kuwait, regardless of the profession, a PhD degree is the
most desirable of any academic degree, because of the social
status and financial privileges it confers. Yet the number of
Kuwaitis holding a PhD degree in librarianship is only two.
The reason appears to be the absence of a BA degree in
librarianship in Kuwait. The attitude was that there is no
need for a PhD degree for lecturers, when a master's degree is
quite suitable for teaching in a college which offers a two-
year diploma.
Before the Gulf War, four students had been granted
scholarships to acquire PhD degrees as a result of the
upgrading of the library school programme to offer a BA degree
in librarianship and the further idea of starting a master's
programme in librarianship in Kuwait University. After the
Gulf War, teachers in the library school department will have
Increased opportunities to study abroad for a PhD degree.
The number of Kuwaitis who hold master's degrees in
librarianship is about seventeen, of whom nine teach in the
library school in the College of Basic Education. NSTIC and
the library school require a master's degree for their
professional staff. Both organisations offer scholarships to
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obtain such a degree.
Kuwaitis obviously rarely study librarianship abroad on a
part-time basis. In addition, the library school in the
College of Basic Education does not offer any degrees on a
part-time basis.
THOSE WHO HAVE BEEN ABROAD
Scholarship regulations require that students are obliged to
work for the government for the same number of years they
spend on their studies. As a result of the government policy
that Kuwaitis should hold key positions in the country and due
to the shortage of qualified Kuwaiti information workers,
Kuwaiti information workers who have completed their studies
abroad already hold high positions in Kuwait libraries (as
Deputy Librarians or Library Managers). For example, in
Kuwait University, there are four Kuwaiti professionals: two
are Director's Assistants, and the other two are Deputy
Librarians.
The other jobs which qualified Kuwaitis occupy are in teaching
in the library school and in the secondary school credit-hour
system. For example, 9 Kuwaitis teach in the library school,
where the total teaching staff is about 16.
TRAINING KUWAITI INFORMATION WORKERS
As the first survey showed, there is a lack of effective
training programmes. The widely followed induction method in
Kuwait libraries is job rotation for the new employee for one
or two weeks, after which he learns his job activities by
experience and by the assistance of his colleagues and his
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supervisor. In large libraries, such as school libraries and
college libraries in the PAAET, in-service training programmes
are offered by the library administration. In NSTIC, in
addition to in-service training programmes, short courses
abroad are offered.
Generally, for several reasons, many Kuwaiti information
workers have a negative attitude towards training programmes
(except NSTIC), as interviewees' responses showed.
	 Failure
on part of library administrations to identify accurately
the training needs (of trainees and of the institution) and
the authoritarian management style seem to be the major
reasons. Also, in practice training is not linked to job
promotion.
PUNNING IN-HOUSE TRAINING PROGRAMMES
As mentioned above, the major institutions where in-house
training programmes are implemented are the Ministry of
Education and PAAET. In both institutions, the library
administration plan and implement training programmes in co-
ordination with the training administration. According to its
objectives, the training administration in PAAET is supposed
to provide training programmes in response to the needs of
Kuwait government or of private institutions. (See Appendix
4.2 which includes a training programme example in
librarianship). Training programmes in librarianship are
optional. However, because of the low rate of attendance by
Kuwaiti librarians, the Director of the library administration
noted that the administration is intending to make the
attendance of Kuwaitis on these training programmes
compulsory. There is no difficulty about the attendance of
non-Kuwaitis, seemingly for work security reasons. A similar
attitude problem also exists in school libraries, as the
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Assistant Director noted.	 The problem with the training
programmes in PAAET and in school and public organisations is
• that they are detached from the reality of the work place for
the trainees (librarians and assistant librarians). For
example, in the library administration in the Ministry of
Education, a classification and cataloguing training programme
is provided, yet school librarians do not classify and
catalogue library materials because this task is carried out
centrally. Another example is from PAAET: an indexing and
abstracting training programme is provided, yet again, these
activities are not practised in PAAET libraries.
In general, librarians, when asked about training programmes
and their training needs, expressed their dissatisfaction with
such programmes, saying they were boring. Many of them
mentioned the application of computers in libraries as a
subject they would like to learn about. It is worth noting
that there is a lack of training programmes on this topic. A
probable reason is the lack of trainers who can teach it.
However, in 1989, PAAET provided an introductory training
programme in the application of computers in libraries for
librarians. The duration of the programme was nine hours a
week for two weeks (8).
In Kuwait University, despite the profound changes in almost
all aspects of library activities, there is also a lack of
training. It seems that the attitude of the 'Consultant
team' is to displace the untrained library manpower gradually
and to appoint already trained personnel. For example,
several Kuwaitis have been encouraged to retire, and new
recruits are required to hold an academic qualification in
library and information studies, etc. In NSTIC, by way of
contrast, a variety of training programmes is provided, in-
house training as well as overseas.
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Formal training programmes thus seems to be provided on an ad
hoc basis. Training needs are not identified through an
information-gathering phase either by a survey, or by the
staff appraisal system (or by both). The authoritarian
management style means that the staff appraisal system cannot
be a useful source of information concerning training needs.
The impression that training is for poor performers further
complicates this problem.
The availability of competent trainers adds another obstacle
to the implementation of successful training programmes. For
example, a trainee from Kuwait University library described
the trainer provided as incompetent. A senior librarian in
the school library administration complained that the
administration did not choose him as a trainer despite his
range of experience.
TRAINING ABROAD
Sending librarians abroad for short training courses is
considerably restricted by financial constraints. Therefore,
institutions with comparatively large budgets, such as NSTIC,
are more likely to send employees abroad for training. For
example, in the year 1988-89, four short training courses and
one seminar abroad were provided by NSTIC. The duration of
the courses ranged between three and eleven days in various
countries, such as England, United States, Switzerland, etc.
Some of the subjects of these training courses were
'Information on Agriculture', 'Analytical Tools', 'Copyright',
etc (9).
Training, especially in European countries, is welcomed by
librarians and it seems that there is competition to grasp
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such opportunities to be trained abroad. Usually, library
managers'	 personal efforts significantly affect the
availability of such training courses abroad. Moreover,
library managers select the candidates to be sent abroad for
training. Some librarians and assistant librarians complained
that Deputy Librarians and Library Managers go abroad for
training instead of nominating them.
ENCOURAGING STUDENTS TO ENROL IN LIBRARY SCHOOL
In Kuwait, an academic degree, particularly from the
University, is associated with social status. Students who
enrol in the PAAET colleges are, generally speaking, not
capable of admission to the University due to the low grades
of their high school diplomas. Within the College of Basic
Education, which comprises several departments, such as
science, psychology, etc., the Department of Library Studies
is considered to be one of the last options for students who
are admitted due to their low score in their high school
diplomas (as many students noted during the 'admission
interviews'). In addition, the admission interviews are
performed by a committee of lecturers only as a matter of
formality, since the committee practically cannot refuse any
student admission. However, after the upgrading of the school
library programme to enable it to offer BA: degrees in
Librarianship in 1988, a minimum percentage of 60% for arts
secondary school graduates and 55% for science secondary
school graduates is now required for admission (10).
Most of the students enrolling in the library school are
females. For example, the number of female graduate students
was 30 in 1988-89, whereas the number of male graduate
students, for the same year, was 19 (11). The reason for that
seems to be the stereotype that the librarianship profession
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is a female profession, as one female interviewee noted.
One unattractive factor for students used to be the condition
of the building which houses the Library School. It seems
that a low budget and bureaucracy were the main factors
hindering renovation of this building. However, after the
Gulf War, it was decided to renovate the building, in addition
to the extensive development of all PAAET libraries with the
help of the British Council (see section 6.2.3).
IMPROVING THE IMAGE
Almost all librarians noted that their profession suffers from
low status compared, for example, with teaching. In addition,
librarians noted that their work is neither appreciated by
their institutions, nor by the public. Yet, library users
described librarians positively as helpful. This conclusion
is in line with Rothwell's conclusions concerning the public's
image of librarians (12). It seems that the problem is as
much related to librarians' self-image as to misconception by
the public, and especially library users. This negative self-
image undoubtedly has a negative impact on librarians'
motivation and performance. Yet there is evidence from this
research that librarians' relations with higher levels of
administration in the parent organisation 'are equally
negative.
It seems that the job position 'librarian', which implies
dealing only with books, is not appealing. Job positions such
as 'information specialist' and 'resource centre specialist'
are more appealing. In fact, in some Kuwaiti libraries,
attempts have been made to rename 'librarian' as 'information
specialist' (as in the KFAED library), and to rename 'school
librarian' as 'resource information specialist' (as in school
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libraries). In NSTIC, the job positions 'specialist 1, 2, 3'
are in use. Particularly after the Gulf War, the prospect of
using computers and other information technology has
increased, both in order to develop Kuwait libraries and to
decrease the percentage of non-Kuwaiti employees. Eventually,
possessing information technology skills may well have a
positive impact on Kuwait librarians' self-image.
SUITABILITY OF PRESENT COURSES
As mentioned earlier, the library school has only recently
started a four-year programme. This step will undoubtedly
help alleviate the problem of library staff shortages in
Kuwait. A two-year diploma programme is also being offered by
the library school. However, library school programmes are
traditional in nature, and there are only two introductory
courses concerning the use of computers in libraries in both
the four-year programme and the two-year diploma.
In addition, the library school lacks the necessary
facilities, such as computer terminals. The audio-visual
equipment which is supposed to be used for the two-year
diploma course is in bad condition, due to lack of adequate
maintenance and accommodation. The main reasons for this are
bureaucracy and shortage of manpower. For example, to provide
a bottle of ink or papers for the copying machine, the
administrative officer in the college needs to contact the
library adminstration in PAAET. At another level, there is a
severe shortage of caretakers (13).
The author has had experiences which are, no doubt, typical
regarding maintenance while teaching a course on 'use of
audiovisual materials in libraries' in the College of Basic
Education. Some of the equipment was non-functioning, the
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place where the equipment was kept and teaching took place was
=fair-conditioned, cleaning problems existed, etc. Clearly,
the colleges in PAAET ought to have autonomy in the provision
of equipment, maintenance and supply of materials.
Senior staff are conservative. For example, they are more
orientated toward Islamic and Arabic literature and they lack
interest in information technology. However, in recent years,
Kuwaiti master's degree graduates from the United States have
begun changing this traditional orientation to a certain
extent. However, research is, as yet, almost totally absent
and teaching is the sole activity.
There is a lack of contact between the library school and
practitioners with regard to the kinds of subjects the library
emphasizes in the curriculum; though the school library
administration has expressed its views to the library school,
as previously mentioned. It is important to note that there
is some misunderstanding between the two organisations. The
library school administration has unofficially criticised
library school graduates as incompetent. The school library
administration retrain new recruits graduating from the
library school, particularly in the Dewey Classification
system. In addition, the school library administration has
asked the library school to concentrate on subjects related to
school libraries, such as children's literature. The four-
year programme is primarily intended to prepare students to
work in school resource centres. But, since there are no
resource centres in schools, graduates of the programme work
in school libraries as librarians. The four-year programme
consists of courses from two separate departments in the
College of Basic Education: a) library department; b)
Education Technology department. Recently, after the Gulf
War, serious attempts have been made to change the programme
by including 'information oriented courses'. Also, there has
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been a serious attempt to have two separate programmes, one
for information studies and the other for educational
technology studies. It is worth mentioning that a number of
academic staff from both the librarianship and education
technology departments have criticised the present four-year
programme. They have advocated the establishment of two
separate programmes.
The librarianship section of the programme is very traditional
(see Figs. 7.12 and 7.13). For example, the Department of
Information and Library Studies in Loughborough University
spends about 36% of its time on IT and 32% on management and
related subjects in its core courses, whereas the library
science department in the College of Basic Education spends
only 12% of its time on each of IT and management and related
subjects it its core courses.
Since the Gulf War, it seems that it is planned, within 5 to
10 years, for almost all Kuwait libraries and government and
non-government organisations to utilise one form or another of
IT. For example, there were discussions between the Ministry
of Education and the British Council on using computers as an
instructional medium in Kuwait schools. Kuwaitis studying
information studies in the USA and Britain, particularly for
their Master's and PhD degrees, will undoubtedly possess non-
traditional information skills, knowledge and interests. The
idea that a library science department prepares graduates only
for school information resource centres seems inadequate. It
is recognised that what is needed is a graduate equipped with
transferable knowledge and skills, who is capable of meeting
the needs of a wide spectrum of information environments.
289
7.3 A SYSTEM TO ENHANCE STAFF MOTIVATION (Fig. 7.8)
Although some individuals are satisfied that their supervisors
constantly direct them in the work they do, the majority of
employees would be better motivated if they had greater
control over their own work. They wish to have less intrusion
from their supervisors.
The extent to which librarians can enjoy more control over
their work depends on the following factors:
a. the management style and the relationship between the
supervisor and the supervised;
b. the competency of the librarian;
c. whether they are working alone or in a group.
In general, the management style (e.g. of Chief and Deputy
Librarians) in Kuwait libraries is authoritarian, where the
employee is only supposed to do what he is told. For example,
information workers, from librarians and assistant librarians
to senior library officials in the school library
administration, confirmed that their ideas and suggestions are
not taken seriously by management. As a result, it is not
surprising that almost all school librarians, assistant
librarians, some inspectors and some Heads of Departments
expressed their dissatisfaction with regard to their
relationships with their supervisors.
The majority of Kuwait information workers who are qualified
received a traditional librarianship qualification. From the
users' perspective, although most students described
librarians and assistant librarians as competent and helpful,
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most academic staff and teachers described them as
incompetent. There are two factors which are important to
consider here - users expectations and users' information
needs; quality and variety of library services. If users are
exposed to, or have experienced varied, good quality and
professional expertise from librarians and assistant
librarians their expectations will rise. On the other hand,
information needs are equally important. Due to traditional
methods of teaching in Kuwait students' information needs, in
MET, university and school libraries, are very limited.
Thus, students do not need to use library services
extensively. This, in turn, affects their judgement of the
competency of librarians and assistant librarians. Finally,
from this research, most Kuwait libraries do not survey users'
opinions about library services, and, indeed, most Kuwait
librarians are incompetent to perform this activity.
The factor (c) 'Working alone or in a group', is related
strongly to management style. Librarians and assistant
librarians work individually, but with so much intrusion from
their supervisors (inspectors in school libraries, deputy
librarians in university libraries, etc.), that team work is
almost non-existent in all Kuwait libraries.
FOSTERING A POSITIVE LIBRARIANS' IMAGE
One way of improving librarians' status is seen to be the use
of computers in libraries. Librarians from all kinds of
libraries, when asked to identify their training needs, stated
that computer applications in libraries was a favourite
subject. Particularly after the Gulf War, IT is expected to
be exploited in all Kuwait libraries.
Mother way of improving librarians' status is to rename the
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job title 'librarian' as 'information specialist'. A very
important factor that motivates and improves librarians' image
is increments to their salaries. NSTIC is a good example,
since information specialists' salaries there are higher than
in all other librarians in Kuwait libraries.
THE EVALUATION OF STAFF
The purposes of any employee performance evaluation system
are:
a. To ensure a minimum adequate level of performance.
b. To identify staff development and training needs.
c. To decide on promotion, monetary and other kinds of
incentives.
The management style in any organisation to a great extent
influences the procedures and type of employee performance
evaluation system applied. For example, in an organisation
where the management style is authoritarian, the supervisor
alone writes the evaluation report on the supervised
performance. On the other hand, in an organisation with a
more democratic type of management, the supervisor, the
supervised and his colleagues may all participate in compiling
the employee's performance evaluation report. However, in
some organisations, even if the staff performance evaluation
system formally appears to be democratic, where the supervised
is free to reject the outcome of his performance report, in
reality, he cannot, due to the authoritarian management style.
The general supposition is that supervisors do not make
mistakes, as has been remarked in Kuwait Central Bank Library.
Broadly speaking, in Kuwait libraries, once or twice annually
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PRIORITY PERFORMANCE GOALS AND OBJECTIVES ACHIEVED.	 SPECIFY THE RESPONSIBILITIES AND GOALS
REASONABLY EXPECTED TO BE ACHIEVED BY THE STAFF MEMBER DURING THE COMING PER/OD, AND
THE TIME REQUIREMENTS INVOLVED.
.
To catalogue English materials (25 titles per week) according to ACCR2 and the
Library of Congress Classification & Subject Headings, including:
-	 English/bilingual KIC materials
maps-
microforms & multimedia kits
-	 MBF unprocessed and gift materials
To analyse the online catalogue and supervise a Library Assistant II/ its
maintenance: and send field updates to B/NA to correct, delete and update
information (ongoing).	 To organise and review new incoming books and shelve into
title order sections awaiting cataloguing. 	 Quality check English processed books
before sending to KIC and ISD.
To develop name/series/subject authority files for headings related to Kuwait. Gulf,
and Arab countries, to establish shelflist guide cards for Kuwait call number and
series classed together and a decision file for other cataloguing problems
(ongoing).
To advise and consult with the cataloguers on English and Arabic cataloguing
materials in relation to standard rules and practices. 	 To revise all English books
catalogued by other cataloguers to ensure consistent interpretation to LC rules and
NSTIC practice (ongoing).
To participate in developing procedures of cataloguing for NAAS manual (July 1989).
Enter the cataloguing items into NAAS. 	 Edit and update records entered by TSD staff
and verify the cataloguing data for each STO title before it is entered into NAAS.
To develop map cataloguing procedures and train other cataloguers to catalogue this
type of material	 (by July,	 1989).
To work closely with Cataloguing Section and ISD manager in developing NSTIC
collection inventory procedures (June. 1989):
assign staff involved
-	 procedures of checking book, and shelflist against the online catalogue.
To perform other duties as assigned.
TABLE 7.7
PERFORMANCE PLAN FOR THE CATALOGUING SECTION; 1989
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a supervisor writes an evaluation report on the employees'
performances. The reports are then forwarded to the Head of
the administration. Only poor and excellent grades are
forwarded to the Personnel Unit, so that disciplinary action
or increments can be decided upon.
One obvious shortcoming of the employee performance evaluation
system in most Kuwait libraries is the confidentiality of the
evaluation report from the employee. As a result, an
unhealthy relationship is prevalent in most Kuwait libraries
between the supervisor and the supervised. Most of the
supervisors - inspectors, deputy librarians, etc - and the
supervised librarians and assistant librarians interviewed
criticised each other. For example, in Kuwait University
libraries, some senior librarians described their employees as
lazy. On the other hand, library employees noted that their
supervisors are unjust in their judgements of employees'
performances. The non-existence of appropriate written job
descriptions in most Kuwait libraries is another factor which
negatively affects the employee performance evaluation system.
As mentioned previously, some present job descriptions are
written on an individual basis, as in the Faculty of Commerce,
Economics and Political Science Library in Kuwait University
(see Appendix 4.4). In school libraries, minimum duties and
responsibilities (which are phrased too flexibly) are written
into the school library programme. In both organisations' job
descriptions, proper yardsticks for minimum acceptable
performance are missing. However, in NSTIC, yardsticks of
dnimum performance are present in the 'performance plan' (see
Table 7.7, which includes the performance plan for the
cataloguing section in the Technical Services Department).
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VIE PROVISION OF INCENTIVES
The majority of Kuwait libraries are parts of government
organisations which follow Civil Service laws and regulations.
The employee performance evaluation procedures, as well as
other personnel administration procedures, are the concern of
'Personnel Administration Units' in the different government
organisations. Employees are promoted from one grade to
another by seniority, or by accomplishing two successive years
of excellent performance.
In general, librarians and assistant librarians in Kuwait are
dissatisfied with the performance evaluation system. More
than three-quarters of interviewees from different kinds of
libraries indicated that promotion is susceptible to prejudice
and personal relationships rather than being based only on
excellence of performance. Thus, low morale and frustration
are inevitable among librarians and assistant librarians.
Other kinds of incentives, such as letters of commendation are
also seldom practised by library administrations.
It appears that the dissatisfaction of library employees is
primarily due to the management style and methods of
implementing the employee evaluation system, rather than to
the type of employee performance evaluation. Unfairness of
supervisors, and the frequency and confidentiality of the
evaluation system are issues of great concern to many
librarians and assistant librarians. Yet, in comparison, for
example, with Egyptian libraries, the management style in
Kuwait libraries is more democratic and favouritism is less
practised.
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THE PROVISION OF ADEQUATE FACILITIES
Broadly speaking, it does not seem that there is a problem
with regard to the physical facilities in Kuwait libraries.
However, in the College of Basic Education (Male) Library, the
furniture, air-conditioning and lighting are inadequate. The
reason for that seems to be the PAAET administrative
bureaucracy. Some libraries are better equipped and furnished
than others, mainly due to their financial capabilities. For
example, Kuwait University libraries are better equipped and
furnished than PAAET libraries. Also, libraries in the same
institution differ in their physical facilities, as in the
case of the College of Engineering and the College of Basic
Education libraries. Maybe the reason for this is a
preference for scientific and technological subjects, which
enjoy higher priority than other subjects such as Arts and
Humanities. Since the Gulf War, renovation of College of
Basic Education library building and library refurbishment,
development, etc., has got under way at last.
With regard to library space, it seems that the under-use of
libraries disguises the problem. For example, in school
libraries following the credit-hour system, where students are
required to exploit the library, the space problem is obvious.
On the other hand, there is no problem in relation to space in
other high schools, where students are not encouraged to use
the library. Another example of this is the College of Basic
Education where the methods of teaching do not require
extensive library materials usage. Instead, study materials
provided by academic staff are sufficient to enable students
to succeed.
'Cleaning' seems to be a problem in some libraries visited by
the author. The shelves and books are dusty in some school
libraries, College of Basic Education (Male) Library and Arts
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Library in Kuwait University. The reason is believed to be
shortage of employees responsible for cleaning.
ORGANISATIONAL STYLE
Recently, before the Gulf War, the
	 development of
administrative aspects of government organisations was a major
issue tackled at the highest levels of government.
	
(See
section 1.2.)
Anumber of articles in the Kuwait Press (before the Gulf War)
dealt with the 'Administrative Development' issue. One
article criticised current attempts at 'Administrative
Development' as only theoretical (14). Another fundamental
Islamic article warned against importing laws that did not
meet traditional values (15). It is worth noting that one of
the sensitive issues that concerns Islamic fundamentalists is
the non-segregation of males and females. For example, the
desegregation of boys and girls in the College of Basic
Education in order to save money (e.g. utilise one library
instead of two, is expected to meet fierce resistance from the
Islamic fundamentalist groups), although in Kuwait University
the system does not segregate boys and girls. A third article
criticised 'Administrative Development' as a diffuse notion
which needs to be made more specific (16).
On the other hand, some articles praised the idea of
'Administrative Development' as a courageous contemporary step
from which all people would benefit. In the near future,
this 'Administrative Development' issue will undoubtedly have
a significant impact on Kuwait libraries (17), (18). It is
worth noting that, after the Gulf War, this administrative
issue was still alive, but a major influencing factor may be
the elections and the re-opening of the National Assembly in
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October, 1992.
Most Kuwait libraries' organisational structures follow the
traditional divisions, such as cataloguing, acquisition, gift
and exchange, etc. However, most Kuwait library
administrations are dissatisfied with these structures. One
reason seems to be the difficulty of incorporating information
technology (before and after the Gulf War) in the library
system, as in Kuwait University libraries.
Before the Gulf War, some library administrations proposed new
organisational structures which they wished to have authorised
by the institutional administration, as at Kuwait Central
Library (Fig. 7.9) and Kuwait University libraries (Fig.
7.10). Other library administrations were in the process of
changing their organisational structures, as were the school
and public library administration and PAAET library
administration. NSTIC, on the other hand, follows a non-
traditional organisational structure, as shown in Figure 1.9.
Since the Gulf War, the proposed organisational structure for
the Central Library has been endorsed but the University
library structure has still followed the old model. Very
recently, various administrations in the Ministry of
Education, as well as the library administration, have been
considered for reorganisation. The PAAET library
administration is expected to be reorganised with the help of
the British Council.
As emphasised before, Kuwait libraries administrations follow
an authoritarian management style, but the extent of this
management style differs among different kinds of libraries.
For example, in NSTIC there is some degree of consultation and
discussion on achieving objectives between supervisors, Heads
of Departments, information specialists, and information
specialists' assistants. In addition, teams are formed, when
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required, to accomplish specific tasks. On the other hand,
school libraries, school librarians and assistant librarians
are merely expected to do what they are told by school library
inspectors.
There are several causes behind the authoritarian management
style in Kuwait government institutions, in general, and
Kuwait libraries, in particular. First, there is the large
number of foreigners as compared with Kuwaitis, about 60% to
gA. Most foreigners are mainly interested in satisfying
their superiors, regardless of the quality of their work
performance, for job security reasons. After the Gulf War,
this reason may have become less influential, since it is
expected that the percentage of Kuwaitis will rise. Second,
promotion is not solely based on excellent performance;
favouritism and personal relationships are major factors.
Third, management techniques (such as team management) are not
employed in many library organisational structures, despite
the profound changes that have occurred in the information
field.
7.4 A SYSTEM TO ENHANCE COMMUNICATION INSIDE AND OUTSIDE THE
LIBRARY (Fig. 7.11)
Effective organisational communication is the fundamental
component of any organisation for effective management.
Organisational communication ought to be planned for, executed
and evaluated, for the organisation to achieve maximum
success. In Kuwait libraries, communication is neither
planned for, nor evaluated; instead, it 'just happens'.
Except the NSTIC manager, none of Kuwait library directors,
heads of departments,	 etc.,	 specifically identified
' communication' as an issue needing to be tackled.
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In general, for an organisation to enhance communication
internally and externally, the following factors must be
considered:
L Communication skills;
2. Information exchange and management style;
3. Communications audit (none of the Kuwait libraries
applied it)
'MINING IN COMMUNICATION SKILLS
An important factor in enhancing communication skills (such as
listening, reading, etc.), is the awareness of these skills of
their importance. This can be achieved by the provision of
training programmes. Methods of teaching in library schools
are also an important factor in enhancing communication
skills. For example, in a library management course attended
by the author in Library and Information Studies at
Loughborough University, feedback from students was elicited,
small groups were formed for discussion and problem-solving,
and instructional media were used. By way of contrast, in the
library school at the College of Basic Education, methods of
teaching are very traditional. Presentations from students
are not practised, students' written projects are of a low
standard, feedback from students is rarely elicited, etc.
The library school curricula for the two- and four-year
programmes in librarianship are shown in Fig. 7.12 and Fig
7.13. As shown in these figures, there is a lack of courses
in communication. Most qualified information workers in
Kuwait libraries (who possess a BA in librarianship) obtained
their degree from the Department of Librarianship in Cairo
University, which is also traditional and lacks courses in
communication. In Loughborough University, the Department of
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Information and Library Studies expects the following core
courses to be taken:
Applications of IT
Information handling
Data collection, analysis and presentation
Indexing, cataloguing and classification
Languages (French, German, Spanish)
Information and society
Management of information services (I)
Information retrieval and communication
Subject analysis
Management of information services (II)
The major provider of training courses in librarianship in
Kuwait is the library administration at PAAET with the co-
operation of academic staff from the library school in the
College of Basic Education. These training programmes have
been planned for librarians and assistant librarians in Kuwait
libraries. Training programmes provided in the academic year
1988-89 were: Library Administration for Library
Professionals; Classification and Cataloguing of Audio-Visual
Materials; Introduction to Library Automation. The outline of
'Library Administration' does not explicitly include
'communication in libraries' (see Figure 7.14), although
presumably some aspects of communication in libraries must be
covered.
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DIPLOMA
NUM REQUIREMENTS COURSE
CODE
COURSE TITLE NO. OF
CREDITS
NO.
HOURS
L.S. 104 Libraries & Research 1 2
L.S. 1 2
L.S. 101 Introduction to Library Science 3 3
L.S. 102 Library Administration 1 1
L.S. 105 Introduction to Computers 3 3
L.S. 152 Descriptive Cataloguing 2 3
L.S. 153 Subject Cataloguing 3 3
L.S. 161 Information Resources 3 4
L.S. 171 Building Library Collections 3 3
L.S. 203 Production and Utilisation of Audio- 2 3
Visual Materials
L.S. 271 Types of libraries (1) Public and 3 3
School Libraries
L.S. 272 Types of libraries (2) University
and special libraries
3 3
L.S. 249 Introduction to library automation 2 2
L.S. 255 Children's and Young People's 2 2
Literature and Services
L.S. 256 Adult Literature and Services 2 2
L.S. 141 Training (1) 2 4
L.S. 191 Training
	 (2) 2 4
L.S. 241 Training (3) 2 4
L.S. 291 Training (4) 2 4
FIGURE 7.12
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For the Department of Educational Technology & Department of
Library and Information Science
AREAS REQUIREMENTS COURSE
CODE
COURSE TITLE NO. OF
CREDITS
NO.
HOURS
L.S. 112 Introduction to Library and 3 5
Information Science
L.S. 152 Information Resources 3 5
L.S. 212 Building and Developing Library 3 5
Collections
L.S. 257 Introduction to Cataloguing 3 5
L.S. 312 Introduction to Subject Analysis 3 5
L.S. 317 Children's and Young People's 3 5
Literature and Services
L.S. 412 Learning Resource Centre 3 5
Administration
L.S. 422 Computer Applications in Learning 3 5
Resource Centres
L.S. 347 Introduction to Bibliography 2 3
L.S. 358 Arabic Heritage Resources 2 2
L.S. 427 Descriptive Cataloguing 3 4
L.S. 437 Subject Analysis 3 4
L.S. 342 Children's and Young People's 3 4
Libraries
L.S. 432 Library Services for Special Groups 3 4
L.S. Training (1) 2 4
L.S. Training (2) 3 4
L.S. Training
	 (3) 3 4
L.S. Training	 (4) 3 4
FIG. 7.13
COLLEGE OF BASIC EDUCATION
FOUR-YEAR PROGRAMME (Courses in Librarianship)
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COURSE TITLE: Library 	 Administration
	
for	 Library
Professionals
COURSE OUTLINE:
- Scientific management
- Planning in Kuwait Library Administration
- Personnel Management in Libraries
- Introduction to Job Descriptions in Libraries
- Supervision in Libraries
- Library Budget Planning
- Performance Evaluation in Libraries
DURATION: 15 days
FIGURE 7.14
OUTLINE OF LIBRARY ADMINISTRATION TRAINING COURSE
As indicated previously, attendance at these training
programmes is low, especially on the part of Kuwaiti
librarians. The reason seems to be that these programmes do
not meet trainees' needs. Another reason may be the lack of
incentives. For example, the completion of training
programmes has no significant impact on the promotion of
trainees.
	 -
The second organisation that provides training programmes is
NSTIC. According to the NSTIC Annual Report (1988-89),
training in communication in libraries is not provided.
Instead, training was in cataloguing KISR reports, processing
Arabic materials and processing books from the vendor
(Blackwell). The rest of Kuwait libraries do not seem to have
training programmes in library management, in general, or in
'communication', in particular.
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INFORMATION EXCHANGE AND MANAGEMENT STYLE
The management style of an organisation has a significant
impact on the flow of information. Accurate upward flow of
information is limited by bureaucracy and an authoritarian
management style. For example, a newly-recruited school
librarian noted that the inspector told her to call if she
encountered a work problem. However, after calling, her
inspector told her that the administration supposes that
inspectors are not performing as they should be in their
visits to school libraries, if school librarians call them in
the administration.
Several librarians noted that their ideas and suggestions were
not taken seriously by their superiors. For example, a
freshly recruited senior university librarian noted that for
several years he recommended the usage of written job
descriptions. Notice has only been taken recently because the
consultant and the 'American Task Force' were in the process
of applying his ideas.
Mere are also shortcomings in effective communication
laterally between departments in the library administrations,
as a result of conflict and disagreement. For example, in
Kuwait University library administration, the Head of Foreign
Cataloguing supports the idea of keeping one union catalogue,
whereas the Head of Acquisitions disagrees and insists on
another union catalogue in his own department. Another
example is that the acquisition department sends books and
cataloguing cards separately to the cataloguing department.
On the other hand, the Head of the Cataloguing Department
prefers that each book should be received with its
corresponding cataloguing card.
Ineffective communication also occurs externally, between
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different kinds of libraries. For example, NSTIC initiated a
project called the 'Special Library Network' in Kuwait.
However, the project had limited success due to anxiety about
losing power, as a librarian from the Kuwait Fund noted. In
addition, library directors accuse each other of mismanagement
and of taking wrong decisions.
	 For example, the
reclassification from DD to LC in Kuwait University libraries
has been criticised as expensive and as being applied only
because the consultant and the 'American Task Force' are
familiar with LC. As a further example, one library director
noted that another library director was sending incompetent
librarians to his administration.
Signs of disagreement between library administrations and the
institutions' administrations, of which the library is part,
are also evident. Library directors and senior librarians
from PAAET, Kuwait University and the school library
administration, all noted that the role of the library is not
fully understood and appreciated by the parent institutions'
administrations. For example, the director of library
administration noted that after about one year of hard work,
which led to the establishment of 'PAAET library' - in the
Administration Headquarters - the Director General of PAAET,
without prior investigation, decided to close the library to
save space. One senior librarian noted that if users such as
experts in PAAET had been consulted about the -value of the
library through a questionnaire, the Director General would
not have taken his hasty decision.
Finally, there is a lack of consistent survey methods to
elicit information feedback from library users about library
services.
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PROVIDING RELEVANT INFORMATION TO THE APPROPRIATE RECEIVER AND
SENDER
In general, it seems that librarians and assistant librarians
do not receive accurate information about future plans from
their library administration. For example, several librarians
in Kuwait University libraries have only a vague picture of
the 'Development Plans' in the library administration. A
similar situation existed in the PAAET libraries (before the
Gulf War).
Another example, as noted before, is the confidentiality of
the employees' performance evaluation report. The information
worker is the person most in need of having feedback on his
performance through his evaluation report, but this does not
occur.
7.5 SUMMARY
In this chapter, four systems for the improvement of personnel
management practices in Kuwait libraries have been examined.
The difficulties associated with implementing these foth.
systems in Kuwait libraries have been discussed. In the
Conclusion (next chapter), feasible and desirable changes are
suggested.
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CHAPTER EIGHT
CONCLUSION
This conclusion is divided into two parts. The first compares
the present research both with previous studies and with other
methodological approaches. The second looks at the use of
sat systems methodology in this context and at the
implications of the results for Kuwait.
8.1 Earlier work
Kuwait organisations, in general, suffer from a number of
management difficulties. A literature review showed the
following as being the commonest management problems (Chapter
One):
(1) Sound recruitment policies are non-existent;
(2) Over-manning is prevalent in many organisations;
(3) Recruitment is influenced by favouritism rather than the
real needs of the organisation. 	 (It is not unusual in
a Kuwaiti government organisation for some employees to
have no job activities to perform on the grounds that
they will impede the performance of the more productive
employees);
(4) Clear organisational goals and objectives are non-
existent, and so are job descriptions;
(5) There is a lack of competent employees, and a lack of
training programmes.
Similar management problems exist elsewhere in the Gulf
States, e.g., in Saudi Arabia (Chapter Two). This implies
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that any solutions that can be suggested for Kuwait should
have a wider application in the GCC countries.
Turning now specifically to library management, the vast
majority of libraries in Kuwait and the GCC countries are
parts of government organisations. Hence, it is to be
expected that the management difficulties previously outlined
for organisations in general also have a negative impact on
libraries.
Library services are both limited and unsatisfactory in the
GCC countries (section 1.3.2). Several reasons can be
postulated for this. Some of the main reasons appear to be
related to personnel management (sections 1.3.2 and 1.3.3).
For example, in a specific university library context, Ashoor
found that the competency and Western library education of
information workers in the University of Petroleum and
Minerals (RPM) is one important reason behind the better
faculty satisfaction with library services provision there, as
compared with the faculty satisfaction in the university
libraries of Riyadh and King Abdulaziz (section 2.3).
As regards Kuwait libraries, in particular, a number
previous studies (Aman & Zehery; Al-alay; Al-Musalam and
Abdel-Motey: see Chapter Two)
	 have shown a range of
managerial difficulties impeding the developnient of Kuwait
libraries. In a university library context, these managerial
difficulties include absence of job descriptions; lack of
clear lines of authority; lack of written policies and
procedures.	 Salaries are low, especially for the non-
Kuwaitis.	 Many library employees are unqualified and
ineffective.
The other area previously studied was the school library
=text. Al-alay came to the conclusion that librarians in
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the intermediate schools were incompetent. In addition, he
noted that there was a shortage of librarians and assistant
librarians. Al-Musalam concluded that the main problem facing
credit-hour girls' secondary school libraries was the
librarians' low morale. Librarians were insecure and not
recognised as professionals, overloaded by routine tasks, etc.
Mxlel-Motey, in his study, suggested a B.A. programme for
school library media specialists.
These previous studies of personnel problems are relevant to
the management issues investigated and identified in this
study (Chapters Four, Five and Six); although the new and
comprehensive study presented here indicates that not all
previous suggestions to improve the situation (e.g., Abdel-
Motey's proposal of a B.A. programme) would actually be
feasible in practice. Whereas previous studies looked at a
limited range of libraries and work contexts, the present
study has examined them all. Thus, in terms of Abdel-Motey's
proposal, it has shown that Kuwait suffers from a shortage of
qualified information workers, not only in school libraries,
but in all kinds of libraries. In addition, there are no
media centres in Kuwait schools, and the provision of such
school media centres is not expected in the foreseeable
future. Hence, some of Abdel-Motey's presuppositions are
unjustified.
8.2 Other Methodologies 
A number of approaches to the study of management problems
were examined before selecting the soft systems model. We
briefly review next what value other approaches might have in
the analysis of the survey data.
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In the area of motivation, Maslow's model can only be partly
applied to the motivation of information workers in Kuwait
libraries (section 2.2). In Kuwait, as a non-Western, Third
World society, social needs or belonging needs (Fig. 2.1) are
widely satisfied in the environment outside of work. For
example, such social needs are satisfied in the 'Dywaniaha'.
(The Dywaniaha is a place where Kuwaiti men gather daily and
discuss social and political issues.) In almost every
neighbourhood, there is a number of Dywaniahas where these
friendly contacts take place each night. Hence, models
relating to work orientation apply less well to work
minagement in Kuwait.
With regard to the non-Kuwaitis, the physical needs, in Fig.
2.1, are not totally satisfied because the non-Kuwaitis may
lack security since their jobs are on a temporary basis. This
assessment differs from the situation in a Western library
where most jobs provide for reasonable fulfilment of 'physical
and security needs' (see section 2.2). Although this
difference provides an interesting insight into Kuwaiti versus
non-Kuwaiti problems, it would be difficult to elaborate it
into a complete analysis.
Herzberg's theory of negative and positive job dissatisfiers
and job satisfiers (section 2.1) does provide a useful way of
looking at the present research, particularly the negative job
ffssatisfier side. As the first and second surveys showed
(Chapters Four and Five), information workers' relationships
with their supervisors are non-constructive, working
conditions in some Kuwait libraries are inadequate, in some
libraries the budget is inadequate, etc. This fits in well
with Herzberg's analysis. Similarly, Hackman and Oldham's
theory of job enrichment and enlargement (section 2.1) seems
to be relevant and, to some extent, applicable in Kuwait
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libraries, particularly to those employees who value the
higher order needs in Fig. 2.1.
Finally, 'sources of stress and methods of coping with stress'
identified by Bung and Hodges (section 2.2.1), like
Herzberg's and Hackman and Oldham's theories can help in part
of the discussion of the survey data. The main sources of
stress were all observed in Kuwait libraries (Chapter Five).
The methods of coping with stress, such as good organisational
communication and participative decision-making, have been
included in the 'systems' in Chapter Seven. However, none
of these theoretical models proves adequate on retrospective
consideration as a means of analysing all the survey data
collected.
Previous work on performance measurement and users' needs
(section 2.3) is also relevant, though perhaps only indirectly
related to the problems identified in this study. For
example, one of the important negative impacts on the
motivation of information workers in Kuwait libraries is the
limited role of library services. Performance measurement and
the assessment of users' information needs is a powerful
management technique which, among other benefits, can identify
such a weakness, thus providing support for appropriate
managerial action. Limitations on the application of
performance measurement, mentioned in section 2.3 .(e.g., lack
of publications on performance measurement in Arabic) are all
relevant to the situation in Kuwait libraries. Other studies
mentioned in section 2.3 are also useful in the Kuwait
situation (e.g., Isa's, Ashoor's). However, the application
of performance measurement requires additional resources.
Whilst monetary funds are not expected to be a major
constraint in Kuwait, human resources are expected to be a
major obstacle. As this study has shown (Chapters Four and
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Seven), Kuwait libraries suffer from acute difficulties in
this respect.
Another question that came up in the study of previous work
concerned training and the competency of information workers
in Kuwait. Here, our investigation suggested that the
recently reformulated B.A. programme in Leeds Library and
Information Science School may be very suitable for adaptation
to Kuwait's situation (section 2.4). The programme is
designed to produce flexible and imaginative professionals.,
and this could meet the needs of employers in Kuwait
libraries.
Collier's recommendation (section 2.4) of the importance of IT
skills to be included in the curriculum of library and
information science schools is also relevant to Kuwait's
situation. As the third survey (Chapter Six) showed, Kuwait
libraries are planning to use computers and other IT in their
operations, but there will be problems putting this
recommendation into practice, not least because of t'--
manpower and organisational requirements.
Buttlar and DuMont's study (section 2.4)was taken into account
when considering the provision of competencies in the second
survey. It helped in the classification of competencies
according to job positions and work settings (-see Appendix
5.1). On the contrary, in Griffiths and King's work (section
2.4), the emphasis on the need for graduate students with a
B.A. level in science does not seem practical for Kuwait.
First, there is no postgraduate programme in information
studies in Kuwait. Second, science students are not keen to
enrol in library and information science schools (Chapter
Seven). However, Griffiths and King's conclusion about the
importance of continuous communication between educators and
employers to modify competencies as required is relevant to
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Kuwait's situation (section 7.2), and has been incorporated
into the present analysis.
8.3 Data
One reason for selecting the soft systems methodology was
because it was clear from the beginning that much of the data
gathering would have to be non-quantitative. It would have
been helpful if some of the findings could have been
statistically supported. This might have been done, for
example, by questionnaire distribution after carrying out the
interview schedule. However, because of the small community
under consideration, it would not have been sensible in a
number of cases to have used statistical sampling methods.
these cases, the data collected adequately represent the
response of the group concerned. For example, the finding
that 'there is a negative attitude towards training
programmes' (Chapters Four, Five and Six) does not need
supportive statistical evidence, because almost all
interviewees from all administrative levels agreed with this
statement. On the other hand, the finding that 'there is an
unconstructive relationship between supervisors and their
subordinates' (Chapters Four and Five) might have been
supported statistically by questionnaire distribution,
particularly to the Kuwaitis (since, in general, the non-
Kuwaitis, for job security reasons, abstain from answering
such sensitive questions).
Another area of data collection which could have been dealt
with by questionnaire survey concerns factual information,
such as salaries. Most library administrations refrained from
providing figures about the salaries of their employees. A
structured questionnaire might have included a question about
salaries. In fact, most salaries can be estimated from Table
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1.3. However, some government organisations have flexibility
in the application of Civil Service Laws and Civil Service
Regulations (CSL & R), (e.g., NSTIC and Kuwait University).
In addition, some special libraries do not follow the CSL&R.
Perhaps questionnaire distribution might have been worthwhile
to try and access senior administrative officials outside the
library boundary. For example, the author had very limited
success in interviewing the people who control the library
budget (Chapter Four).
( Finally, there was the difficulty of attaining privacy for
interviewing due to the lack of space, or intrusion by other
personnel (Chapter Three). Again, this problem could have
been alleviated by the use of questionnaires.
The decision not to use questionnaires was based primarily on
the sensitivity of many of the questions involved. This meant
that few questionnaires might be returned and/or answers to
questions might be of limited use. These difficulties could,
it was felt, be overcome by using an interview technique.
Nevertheless, future surveys might experiment with
questionnaires.
8.4 Soft systems methodology
As we have seen, this methodology has proved generally useful
in the present study. However, the following points should be
noted. Consultation with the problem-owners, e.g., library
directors, about the outcome of the investigation comes in
stage six in Fig. 3.4. As noted in Chapter Three, due to the
Gulf War, such a discussion with the problem-owners did not
take place.
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In retrospect, it seems that consultation with problem-owners
should have taken place earlier and more frequently (Fig.
3.4). For example, after step two and before step three in
Fig. 3.4 (in the discussion of the important issues as deduced
from the Rich Picture and the survey data, because these
issues are essential in building the relevant systems and
their conceptual models). An extension of the method would be
to discuss steps three and four and six in Fig. 3.4 with the
problem-owners. Experience from the present investigations
suggests that these discussions need not necessarily be taken
strictly in order, nor are they necessarily time-consuming.
The question at issue here is how best to reconcile the
problem-owners' view with the investigator's view derived from
theory and fieldwork. The present study suggests that this
might sometimes be carried out more flexibly than envisaged in
the original Checkland methodology.
8.5 Management problems
This section summarises the personnel management problems
that have been identified in Kuwait libraries, before moving
onto the question of their solution. Problems are very much
inter-related. For example, limited library services are
related to a number of different factors, such as library
budget, pressure for change from library users, competency of
library staff, etc.
Library staff are demotivated and lack enthusiasm.
Favouritism and unfairness in recruitment, together with
deficiencies in job promotion and staff performance evaluation
are widely claimed by library staff. Personnel relationships
arEanot constructive, particularly between supervisors and the
supervised information workers. Job descriptions are non-
existent. Authoritarian management style and bureaucracy is
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stifling creativity and causing staff apathy. There is a gap
between written information on job positions and their actual
performance. For example, an information worker's written
position could be 'Head of Technical Services Department', yet
actually he performs the duties of Director's Assistant.
Sound written recruitment policies are non-existent. Further,
after the Gulf War, a policy to curtail the recruitment of
non-Kuwaitis was in practice. The implication of this policy
is a greater stress on efficiency and effectiveness from
Kuwait library staff. At the same time, there is an acute
shortage of qualified Kuwaiti information workers. However,
it is difficult to make a judgement about whether there is a
shortage of staff in general. The reason for this is that job
positions are not clearly defined and, as mentioned above,
there are no job descriptions. This also makes it difficult
to plan for potential recruits.
Excluding some special libraries such as NSTIC, the role of
Kuwait libraries in the development of Kuwait is very limited.
They are at the margin of the education process. Library
services promotion and feedback from users is lacking.
Kuwait libraries' objectives are too general to be measured
and achieved.	 Library records are inaccurate and
disorganised. Library services are very limited. Users'
expectations of library services are low and those users who
have higher expectations are dissatisfied with the
availability of needed information. Journals, in particular,
are under-utilised. There is a widespread dissatisfaction
with library opening hours.
Although some Kuwait libraries use some forms of IT, such as
CD-ROM and online search services, and plans are under way to
extend the use of IT, the majority of library staff have no
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background in library and information studies. Most of those
who have some background in such studies, received their
education from traditional schools of librarianship, mainly
from Cairo University in Egypt. At the same time, most of the
available training programmes in Kuwait likewise deal with
traditional aspects of librarianship. The only library school
department in Kuwait lacks courses in IT, communication and
management.
These problems exist at various levels. Disagreement and
conflict are present both laterally and vertically in library
administrations, and also exists between different kinds
library.	 There is lack of contact and feedback betw
various kinds of library and the library school regarding
training and the library school curriculum. All employers are
dissatisfied with the competency of students from the library
science department.
8.6 Possible Solutions
The four systems and their activity-based models constructed
in Chapter Seven are not only guides for analysis, but also a
framework for discussing desirable and feasible changes. As
noted in Chapter Seven, the best outcome can be reached when
the four systems are implemented together due to
interconnectivity between the systems and their activities.
Broadly speaking, Chapter Seven has shown that many activities
discussed within the systems occur, in fact, in the actual
situation. However, difficulties arise in answering the
questions: 'how well are these activities practised?' and
'what are the practical methods for ensuring the application
of the major activities in these systems?'
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In the following paragraphs, each system will be examined in
terms of the feasibility of implementing its major activities
in Kuwait.
In the first system, Fig. 7.6, the activity, 'study users'
information behaviour', although important for the provision
of adequate library services, cannot be applied in-depth.
Shortage of qualified information workers, in addition to the
time and effort needed for research, are the prime
constraints. However, limited research in this area seems
desirable and feasible; for example, to be conducted by
qualified university librarians. The two other major
activities in the system - 'select appropriate library
materials' and 'ask users about their needs' - can be included
under the umbrella of performance measurement.
There are several reasons for the non-application of
performance measurement in Kuwait libraries (see section 2.3).
Emphasis should be placed on users' needs and users'
satisfaction with the library services. The methods developed
for previous user surveys, e.g. see appendix 7.1, could be
adapted and used.
Other user surveys could be carried out, such as face-to-face
interviews, interviews by telephone, etc. It is true that
conducting these surveys requires more time and skills from
library staff. A practical method that could be arranged is
to involve students from the Library Science Department to
conduct these surveys as part of their library education.
Students are already spending one day each week in various
Kuwait libraries as part of their library education programme
to gain practical experience. Thus, academic staff from the
library science school and library staff could plan these user
surveys together.
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Kuwait library directors complained that their requests for
manpower, equipment and library materials are not met
• adequately by the upper levels of administration. Library
performance measurement could be used to convince higher
authorities to supply the library with needed equipment, etc.
For example, the public library administration could explain,
with the backing of statistics, to higher authority why the
library is only serving students and not other sectors of the
public. They could show what is needed in terms of stock,
equipment, staff, etc., for the library to meet its objective
of serving other sectors.
In Kuwait University libraries, data about the students' use
of the foreign books collection in the Art Library might be
gathered, contacts with academic staff relating to this might
be used, etc. The results may then show that there is an
under-use of this specific collection, owing to language
incompetency, or other reasons. Thus, on the basis of these
results, the library could argue convincingly, for example,
that it could save some money by reducing the acquisition of
foreign books for the arts collection, etc., and that this
money could be deployed for more urgent needs.
In section 2.3, examples of studies and a manual for measuring
the performance of public libraries that could be adopted for
Kuwait libraries were noted. It would be very Ltheful if these
studies and other important ones could be translated into
Arabic, not only for Kuwait libraries, but for all Arab
countries' libraries.
In the second system, Fig. 7.7, the major activities indicate
that there is a need for adequate training programmes locally
and abroad for recognised qualifications, such as B.A.. M.A.,
etc., and for continuing education (e.g., various training
courses). As the analysis in Chapter Seven has shown, the
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available training programmes are inadequate; trainees have
negative attitudes towards training programmes, etc. With
regard to the training programmes (which do not offer
recognised qualifications), their substance should be closely
linked to the actual practice of the trainees in their
libraries. Since Kuwait is a very small country, it will not
be very difficult to survey librarians' views about training
needs, One low-cost method is to prepare a group interview
schedule to identify trainees' training needs and their views
about training programmes during the annual training period.
The interview schedule could be prepared by the PAAET library
administration and academic staff in the library science
school. Another important point to be considered is the
current library development plans, and what kind of skills
they require from library staff. The third important point
is the trainer's competency. Most of the trainers are from
the Library Science Department in the College of Basic
Education. It might be decided that trainers from other
institutions in Kuwait should also be contacted to provide
courses. If necessary, training courses abroad (primarily in
the USA or UK) should be arranged, when it is difficult to
provide them locally. Finally, unless training programmes are
linked to the prospects of job promotion of the trainees, .it
is doubtful that such programmes will succeed. An exception
to this notion might be training abroad, and particularly in
Western countries - UK or USA - because training in these
countries is in itself an incentive, due to the opportunity
for enhancing English skills (in addition to the good
reputation for training and education in these countries).
Language skills within Kuwait are going to be an obstacle.
However, the potential for people in Kuwait to learn English
is encouraging. It is prestigious in Kuwait to be competent
in English; libraries are no exception. The British Council
in Kuwait is already providing courses in English. Library
management could encourage some library staff (who need to
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improve their English skills) to enrol on these English
courses. Before the Gulf War, there was a similar experience
with language problems while planning for the development of
Kuwait University libraries. The library consultant and the
task force team asked and encouraged employees to take courses
in English in Kuwait.
Regarding the programmes that offer recognised qualifications,
changes in the library science department seem necessary.
Academic staff are discontented with the current curriculum.
(Regarding this, contacts with the Library Science School in
Wisconsin University, Milwaukee, have been taking place.) As
mentioned above, the recently reformulated B.A. programme in
Leeds Library and Information Science School could be adapted.
Another practical recommendation is that the current
compulsory joint programme with the Education Technology
Department should become optional. Before the Gulf War, this
joint programme was primarily designed to prepare graduates
for employment in school library media resource centres.
However, in practice, Kuwait schools do not possess media
resource centres, nor is it expected that in the next five
years such 'centres' will be developed. Another optional
joint programme with the Computer Science Department in Kuwait
University could be implemented. This would attract high-
calibre students due to the attractive titles - 'Computer
Science' and 'University'. In addition, joint programmes give
students more freedom to plan their career prospects. At the
same time, the courses provided by the Library Science
Department could be reviewed to include courses in IT, library
administration and communication.
Particularly in large Kuwait libraries, for the next five
years, the creation of a position of Training Officer is
highly desirable and should be possible. Large Kuwait
libraries are already planning to create a unit for training
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(Kuwait University library administration) or are actually
training their staff (public and school libraries). The post
should be filled by a librarian experienced in IT, with a
Master's degree in Library and Information Science. If
necessary, a contract with an expert from a UK or USA library
should be signed to fill this position. The Training Officer
will be responsible for identifying current and near-future
training needs of the organisation and librarians. He would
plan and organise the implementation of various training
programmes inside and outside Kuwait. With the creation of
this post, training officers from various Kuwait libraries
could contact the library science department, or PAAET library
administration, regarding training. Thus, it would be easy to
plan for adequate training programmes in Kuwait.
With regard to the third system (Fig. 7.8), the following
discussion of desirable and feasible changes derives from the
activities in the figure.
Regarding the staff performance evaluation system, the urgent
shortcoming that needs to be amended is the confidentiality of
the evaluation report from the employee in question. It would
be useful, for example, to implement or adapt the staff
performance evaluation system in use in NSTIC (which follows
the standard practice, for example, in the UK). In NSTIC,
where management by objectives (MBO) is applied, the
supervisor discusses with the employee the work targets to be
achieved over a period of six months. The consent of the
employee is required. At the end of the period, the
supervisor discusses the evaluation report with the employee,
and they both sign a report on the final outcome.
As discussed earlier, staff motivation and job satisfaction is
a complex managerial issue. Sources of stress or job
dissatisfaction can best be examined here in terms of the
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feasibility of change, starting with those aspects which are
easier to tackle:
a. amount or variety of work overload;
b. repetitive, unchallenging jobs;
c. unsatisfactory relationships with clients or staff;
d. lack of positive feedback from supervisor;
e. lack of recognition of the library's role and value by
people outside the library.
To raise morale and job satisfaction in Kuwait libraries, it
would be useful to apply job redesign in order to enrich or
enlarge job activities. Another management practice that
could be applied is to involve information workers in the
decision-making process. This could be done by, for example,
working in teams. However, these management methods should be
applied with caution. Not all librarians are expected to
welcome job enrichment or enlargement, although some would.
It seems that a holistic approach is more effective in raising
morale and job satisfaction. In comparison with other Kuwait
libraries, information workers in NSTIC are more motivated and
satisfied with their jobs. Some of the differences that
characterise NSTIC in comparison with other libraries in
Kuwait are the following:
NSTIC applies MBO, so the objectives are articulated and
clear. This is an important factor in enhancing staff
motivation.
NSTIC work conditions are better.
NSTIC salaries are higher.
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NSTIC style of management is more democratic and
participative.
A management method which is missing from almost all Kuwait
libraries, and which undoubtedly enhances staff motivation and
the efficiency and effectiveness of library operations, is
'delegation'. It is true that lack of 'delegation' is not
unique in Kuwait to libraries. However, it is also true that,
in general, Heads of administrations in Kuwaiti organisations
have the freedom to apply various management techniques, e.g.
job rotation, delegation, etc., within their span of control.
Kuwait library managers could train their assistants and then
delegate some of their responsibilities and authority. By
doing this, managers would have more time to concentrate on
more important library issues and at the same time would
prepare staff for promotion. Library managers' assistants,
heads of library administration departments, etc., could apply
the same method of 'delegation'.
In the long run, every effort should be made by library
managers to secure an increase in librarians' salaries. Civil
Service employees' salaries are mainly paid according to
academic qualifications. For example, all who acquire a B. A.
degree receive the same salary. However, some professions,
such as teachers, have additional bonus increments. There is
no reason why librarians should not receive such increments,
in view of the fact that there is an acute shortage of
qualified Kuwaiti librarians. In academic organisations,
such as PAAET and the University libraries, librarians ought
to have academic status and be paid accordingly.
In the short run (the next five years), emphasis on monetary
incentives is very important to motivate ambitious, hard-
working librarians.
	 This requires a review of the staff
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appraisal system, as noted before. The current problem is
that librarians do not have to work hard in order to obtain an
excellent result in their performance evaluation report. In
addition, bonuses should be available for staff to encourage
them to work at times which are not popular, such as afternoon
periods in Kuwait University libraries and PAAET libraries.
The second point is that, because of the expected changes due
to the application of IT, new jobs will be created. Library
staff should be informed about these changes, and about the
skills required to perform these jobs, e.g. on-line searching.
It should be made clear to them that the acquisition of new
skills will lead to higher salaries.
In addition, every opportunity should be taken by management
to involve staff in the new changes. Staff ideas and opinions
should be taken seriously by management. This can be done by
holding meetings and seminars, in addition to discussions with
staff individually. Thus, the 'human relations' school of
management should be applied. Library staff in Kuwait need to
feed good in their jobs, and their contribution should be
acknowledged by management.
Some senior library job positions are expected to become
vacant for various reasons (application of IT, retirement,
policy of reducing non-Kuwaiti staff). This should be used by
management as an opportunity for motivating current staff, for
example, by linking promotion to training programmes, as well
as to excellent job performance.
Other factors which motivate library staff, such as suitable
library buildings and availability of library equipment,
materials, etc., are expected to be achieved within the next
five years due to the current plans for developing Kuwait
libraries.
	 In addition, maintenance should not be an
obstacle, if adequately planned.
	 For example, a library
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automation expert involved in developing PAAET libraries
provided the following options:
a. the supplier sets up a unit in Kuwait for maintenance;
b. a Kuwaiti maintenance company provides the maintenance;
C. a maintenance company in the region provides maintenance
(1).
In the final system (Fig. 7.11, the activities are closely
linked to the activities in the other systems (e.g., the
position of 'Training Officer', proposed above, as a medium
for communication between Kuwait libraries and the School of
Library and Information Science regarding training needs,
performance measurement as a technique to enhance
communication between the library management and its users,
etc.). Yet, it must be constantly remembered that the most
significant factor influencing communication is the style of
management and library managers' attitudes. Managers and
supervisors should therefore act as role models and encourage
staff to propose their ideas and views.
Although it is difficult to change attitudes, it is not
impossible to do so. Since liberation, the Americans and the
British have been especially welcome and accepted by Kuwaitis.
It would be a practical measure to experiment in recruiting
more professional staff from the USA and UK to large Kuwait
libraries in order to influence the attitudes of Kuwaiti
library staff, so that they become more participative,
responsible, etc. Sending Kuwaitis abroad for degrees in
library studies and training programmes is another solution.
The library science school in Kuwait (through its academic
staff) has a great 'role to play in this regard. Training
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programmes in communication are a fourth aid to better
communication.
In summary, the suggested feasible changes depend on the
following:
1. The application of performance measurement (the first
system).
2a The need for a change in the curriculum of school of
library and information science.
2b The creation of the position of 'Training Officer' in
large Kuwait libraries (the second system).
3a Following the NSTIC model.
3b Use of management methods, i.e., delegation and team
structures, job redesign.
3c Raising . . salaries and providing monetary incentives.
3d Staff appraisal system (the third system).
C The need for library directors to act as role models (the
fourth system).
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1. 7 VALUE Or THIS STUDY
The value of this study should be two-fold. One is specific
to Kuwait library personnel management and the other is for
investigating library personnel management in general.
haw for Kuwait Library Personnel Management
This study is a pioneer in terms of its scope and methodology
in investigating personnel management practices in Kuwait
libraries. It includes a comprehensive description and
problem identification of personnel management issues in
Kuwait libraries before the Gulf War, plus a post-War survey.
In addition, it gives examples of feasible solutions to some
of the library management problems identified.
The study should be of special value for Kuwait library
directors and other library personnel who occupy supervisory
positions. In addition to the possibility of applying the
suggested solutions, Kuwait library directors could themselves
use the methods discussed to tackle managerial problems in
their libraries.
The results may also be of special value for foreign experts,
allowing them to take account of local management problems
when planning for the rebuilding and development of Kuwait
libraries. Other researchers in Kuwait libraries could
benefit from the study, because it includes data about all
Kuwait libraries before the Gulf War and shortly after
liberation.
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Value for the Investigation of Library Personnel Management in
General
This study has value for investigating library personnel
management in general. It is the first detailed use of soft
systems analysis in tackling library personnel management
problems. The kinds of model constructed in this study could
be constructed in the same way in studying library personnel
management in any country.
Library personnel management is a complex human activity where
problems are not clearly defined and are influenced by
numerous factors (some of which are local). The Rich Picture
simplifies the complexity of the real situation and enables
the investigator to reflect upon the situation under
investigation in a holistic way. This model also enables the
investigator to identify relevant issues for further scrutiny.
The second approach (via activity-based systems) is both a
source of recommendations for improvement and a guide for
analysis. The two together provide a logical and structured
way of analysing library management problems.
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APPENDIX 3.1
AXALYTICAL QUZSTIOXS
1. Is there a personnel policy?
2. What is the style of management: participative or
authoritarian?
3. What are the training and personnel development needs?
4. From where do staff members obtain information: from
supervisors, through 'the grapevine', or from employee
booklets?
5. What information do employees most want?
6. Is there a communication programme planned in the
managerial plan?
7. Are there communication strategies (e.g. availability of
top and middle management as sources of information or
communication policies and procedure manuals to guide
personnel)?
8. What are the perceptions and values of employees towards
their work?
9. Is the structure of the organisation flexible enough to
respond to the changing demands of the organisation's
clientele and employees?
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10. What are the appraisal method or methods used in the
library?
11. What is the role of the appraisal?
12. Are there orientation programmes?
13. What is the effect of library automation on library
staff?
14. Are employees satisfied with their work?
15. Are there programmes for staff development and continuing
education?
16. Does the worker understand the importance of his/her
specific job to the overall objectives, goals and mission
of the library?
17. Is the manager capable of accepting, assimilating, and
acting on information that conflicts with his/her
personal values and stereotypes?
18. Is the manager able to detect information (from memos to
formal reports) that is incomplete, distorted, or at
least slanted?
19. What are the managerial style influences in upward and
downward communication?
20. Is the communication system in an ongoing process of
monitoring and evaluation?
21. Is the communication system ever assessed?
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22. Do the staff acquire the necessary communication skills
(listening, reading, writing)?
23. Do the employees understand the goals and standards
established for their performance and the management's
expectations that these will be met?
24. Does the manager attempt to accommodate the individuality
of the employee?
25. What are the effects of styles of management on
motivation?
26. How can the manager contribute to the motivation or
demotivation of the employee?
27. Are appraisal methods appropriate and effective as a
motivating tool?
28. What are the competencies that supervisors should acquire
in relation to employees' appraisal?
29. Has the trainer or supervisor acquired the skills of
teaching?
30. Is there a programme for training supervisors?
31. How does implementation of automated systems affect: a.
staffing patterns; b. job design; c. job classification;
d. salaries; and e. other organisational and personnel
issues?
32. What is the role of supervisors in implementing library
automation?
33. How does the manager influence employees' job
satisfaction?
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APPENDIX 3.2
INTERVIEW SCHEDULE FOR THE INITIAL STUDY
SUPERVISOR/MANAGER
RECRUITMENT
1, Are there generally understood guidelines for recruitment of
managers?
In cases of job vacancies, does the Library use other
alternatives other than recruiting?
3. Does the Library have links to recruitment with different
kinds of sources?
4. Does the Library use informal means of recruitment, e.g.
friends, relatives?
S. How does the Library attract candidates?
6. Does the library have job descriptions and personnel
specifications? Does it use them for recruitment? Does it
*Late them? Are they general or detailed? Rigid or
flexible?
1. How does the Library assess candidates? Who interviews?
•
8. Incase of employees' problems, is 'assessing candidates' for
recruitment reviewed?
STAFF APPRAISAL
9. How are employees appraised? 	 By whom?
What is the role of the appraiser?
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STAFF TRAINING
U. Are there programmes for staff training and development?
n. What are the training needs? How are these needs identified?
SUPERVISION AND THE DECISION PROCESS
13, Hord do you divide your time between different activities?
Would you put these activities in order in terms of importance
for managing the Library?
A. How are decisions made at the different managerial levels?
What sources of information do you depend on when making
decisions?
15.Do you delegate some of your responsibilities? How do you
delegate? Do you train your employees before delegation?
16.How do you handle personnel problems?
1013 SATISFACTION
17.How do you motivate your employees and give them job
satisfaction?
DUOICATION
18. Has the library undertaken any kind of internal survey in
relation to the structure and organisation of management?
10.Do you see any problems in the present communication system?
20. Are employees homogenous in their cultural background?
11.The following items are some of the employees' goals and
aspirations. Would you rearrange them in order of importance?
a. money
b. status
-355
c. loyalty
d. inter-perosnal relationships
e. professional and perosnal growth
f. work itself
g. recognition
h. working conditions
i. Others you think more important
n. Through which communication channels - formal or informal - do
staff members receive information they need to do their work?
23.How can the different levels of management receive useful and
accurate upward communication? Feedback?
24.Are there many opportunities for communication between
employees in the Library?
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EMPLOYEE/SUBORDINATE
RECRUITMENT
L Are there generally understood guidelines for recruitment?
4. Does the Library use informal means of recruitment?
3, 5
7, 8 How did you know about your job when you first applied for it?
Did you have an interview? Was the interview crucial for you
to be accepted? Who interviewed you? For how long? Did you
get any kind of training when you started your work?
4. Do you have a job description? Did you write, or help to
write it?
STAFF APPRAISAL
9. Do you see any problem in the present appraisal system?
W. Who appraised you? How frequently? Are you content with the
appraisal system in use? Why?
STAFF TRAINING
n. Did you take any training program of any kind?
n. Do you think that you need to be trained in certain areas?
SUPERVISION AND THE DECISION PROCESS
14. What sources of information do you depend on when making
decisions?
A, What do you do if you have a problem with your colleague,
supervisor or both?
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NB SATISFACTION
r. -	 In general, are you satisfied with your job? Why?
What kinds of activities are most un/satisfying?
To what extent does your supervisor try to understand
your problems at work and your personal and family
difficulties?
-	 Does management acknowledge your contribution to the
Library's goals?
COMMUNICATION
O. Do you see any problem in the present communication system?
n. Through which communication channels do you get the
information you need to do your work?
M. Are there many opportunities to communicate with your peers,
and upper levels of management?
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IN THE NAME OF GOD THE MERCIFUL, THE COMPASSIONATE
Decree No. (1235/1988)
with regard to annual leave for employees other than academic
staff
Director General
Having pursued civil service laws and regulations
and law no. 63/82 with regard to the establishment of PAAET.
and civil service decree no. (5/80) with regard to annual
leave of the employees of the institutes and schools and
specific employees of the Ministry of Education.
and the Decision of the executive committee in the last
meeting 30.5.99 with regard to the establishment of a
committee and its recommendations concerning annual leave for
employees other than academic staff.
and the decision of the Administrative committee in its 8th
meeting on 8.5.85 .
and for the public interest.
It is decided:
Article 1: Employees occupying the following positions other than
academic staff are eligible under the civil service decree no
(5/1980) with regard to annual leave:
Librarians, assistant librarians, science laboratory technicians,
computer operators, laboratory teachers or their assistants, social
workers, student affairs registrars, technicians.
Article 2: The annual leave is as follows:
a, Summer leave 
Starts after 5 days of the academic staff leave, and ends 5
days before the end of the academic staff leave.
b. Spring leave
Starts after 2 days of the academic staff leave, and ends 2
days before the end of the academic staff leave.
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Article 3
It is possible to add other job titles if their nature of work is
comparable with the job titles of this decree.
Article 4 
Officials must implement this decree from 1.1.89 and any other
contradicting decree will be outdated.
Director General
copies: Director General's office
Deputy Director General's office
Director General's Assistants' officesPAAET administrations
Colleges and centres
general registrar
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APPENDIX 4.2
AN EXAMPLE OF AN OUTLINE OF A SHORT TRAINING COURSE
CATALOGUING AND CLASSIFICATION OF AUDIOVISUAL NATZNIALS
Time: 21/1 to 22/2/89 (Saturday, Monday, Wednesday) 3 hours daily
Trainees Librarians and audiovisual specialists
Objectives Provide trainees with the knowledge of bibliographic and
classification rules.
Outline
introduction to cataloguing and classification
kinds of audiovisual materials
cataloguing	 and organisation of visual materials;
transparencies, models, etc.
cataloguing and reorganisation of audio materials: records,
tapes
cataloguing and organisation of audiovisual materials: films,
video tapes, etc.
microforms: microfilm, microfiche, video disc, etc.
Mans: lectures; films; workship
Number of trainees: 15
Place: Training Centre
Example of short training courses.
Source: PAAET.	 Kuwait dawrat al-tadreeb athnaa al-kedmaha.
Kuwait: PAAET, Training Affairs, 1989-88, p. 54.
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"4S----PHOTOCOPYING POLICY
Kuwait University Libraries provide photocopying services for both print and non-print materials.
The goal is to facilitate the acquisition of information from library sources.
I. Types of Users
All library users are eligible for photocopying service. Priority will be given to Kuwait University
faculty and students.
II. Costs
A) Users will pay 30 fils for each photocopy page from print and non-print materials.
B) Academic staff and assistant academic staff as defined in the Circulation Policy are eligible
for 600 free photocopies per year. Additional photocopies are available at the same rate as
for other users.
III. REGULATIONS
A)' Copying is limited to library materials only. The following order of importance is ob-
served:
1) Reserve material.
2) Journals and other non-circulating items.
3) Other materials, but no more than 50 pages will be copied from circulating books.
B) Because of copyright regulations it is not possible to copy entire books.
C) Only one copy of an item will be made per user.
IV. PHOTOCOPY HOURS
Photocopying is available from:
8:00 a.m. - 1:30 p.m.
4:00 p.m. - 8:00 p.m. Saturday-Wednesday
Requests for photocopying are accepted at any time.
APPROVALS
KU RECTOR VICE RECTOR FOR RESEARCH
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RESERVE POLICY
Reserve materials are housed in closed stacks and have restricted
circulation. Reserve Services provide the means through which
library users gain access to these information resources.
I-CATEGORIES OF RESERVE MATERIALS
Reserve materials fit into the following categories:
A) Class Reserve Materials
Materials placed on reserve by the faculty for the use of
students in their classes. This material may include
either library resources or personal resources of the
professor. These items are usually in the reserve
collection for only one semester.
B) Other Reserve Materials
Materials selected by the librarian which need to be
protected from damage or loss because of their high use,
high demand, subject matter, or format. These items are
usually on long-term or permanent reserve status.
Note: These items are regular circulating materials and
should be treated as such, except that
circulation is limited to three days.
C) Miscellaneous Materials
These materials, such as copies of past examinations or
equipment like calulators, require the special service
available at the reserve desk.
II-REGULATIONS FOR THE PLACEMENT OF MATERIALS ON RESERVE
A) The reserve staff is responsible for organizing and
maintaining easy access to reserve materials.
B) Professors should present reserve requests to the library
one week before the beginning of classes each semester so
that the library staff will have sufficient time to
process the request. Reserve staff should process all
reserve requests within five days of receipt.
C) The library will normally place only one copy of a class
reserve item on reserve. Exceptions may be made by the
Faculty Librarian.
D) The library will make two copies of a journal article to
be circulated.
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E) The library is not responsible for loss or damage to
personal copies placed on reserve. The reference
librarians should decide whether to purchase copies of
these titles.
F) The library should obtain the textbook list before
the beginnning of the semester. The reference librarians
should review the titles to decide whether a copy should
be placed on reserve or whether any textbooks not
available should be purchased.
III-TYPES OF USERS
All users have access to the reserve collection.
IV-REGULATIONS FOR BORROWING
A) 1) Users must leave their borrower card at the reserve
desk until they return the loaned item.
2) Users without a borrower's card must leave a civil ID
card. Materials must be used inside the library.
B) Users may borrow only one reserve item at a time. Reserve
staff may make individual exceptions to this rule.
V-LOAN PERIODS
Loan periods vary according to the type of material:
A) Class reserve materials have the following loan periods
and restrictions:
1) Library owned-materials may be borrowed for two
hours, overnight or over weekends and official
holidays, but must be returned by 10:00 A.M. the
morning the library reopens.
2) Personal copies of books and other material may be
borrowed for two hours and must be used in the
library.
B) Other reserve materials may be checked out for three days.
Material may be returned at any time during the third day.
C) Loans periods for miscellaneous materials vary according
to the special requirements of the items.
Users may renew their materials if the materials are not needed
by someone else.
VI-OVERDUE NOTICES
2
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The reserve staff will follow the circulation policy for overdue
notices with the exception that:
A) Class Reserve Material
1) After the material is two hour overdue an attempt
is made to locate the user in the library, if that
is unsuccessful the reserve staff will telephone the
user.
2) If the material is not returned after one day the
first overdue notice is mailed.
B) Other Reserve Material
After material is one day late, the reserve staff will
attempt to telephone the user. If there is no response
the first overdue notice is mailed.
VII -FINES
Fines are imposed in order to encourage users to return materials
on time. Al]. fine information is recorded and added to the
regular fine cards kept at the circulation desk. A borrower will
be assessed fines as follows:
A) The fine for class reserve materials is two hundred
fifty fils for every two hours with a maximum of 1KD
daily and 10KD total. Fines begin only after material is
two hours overdue.
B) The fine for other reserve material is the same for
regular circulating material.
C) If the borrower has lost material, or destroys it, the
borrower must pay for the cost of the item or items plus
a 10KD replacement fee.
a) For photocopied material the cost for lost items
will be the regular charge for photocoping plus a
500 fils replacement fee.
D) Borrowing privileges will be denied to anyone who refuses
to return recalled material, has overdue material, or has
accumulated fines of over 30KD from either reserve or
regular circulating material. Final clearance will be
denied to any borrower who refuses to pay late charges.
VIII-RESERVE HOURS
The reserve desk will be available to users during all hours
that the library is open.
3
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CIRCULATION POLICY
Circulation Services provide the means through which library users gain access to the information resources
available within the Kuwait University Libraries System. The aim of the Circulation Policy is to provide a
uniform and systematic plan which allows users to interact with the various library facilities, in order to meet
their informational needs.
1- TYPES OF CIRCULATION
Library users have access to all information resources available within the Kuwait University Libraries Sys-
tem, except for restricted materials which need the approval of a library supervisor prior to use. Users have
access to materials through the following methods:
A) In-house Use of Library Resources
Any information resource may be used within any library. Many resources are restricted to in-house
use only, for example reference books, periodicals, rare books, manuscripts, vertical file information,
dissertations in Arabic, newspapers and materials marked non-circulating. Also the United Nations col-
lection and the Kuwait and Gulf Information Center are non-circulating collections. Censored material
need the approval of the library supervisor prior to use.
Photocopy services are available for those materials which cannot be borrowed. Copyright is followed
as required.
B) Regular Circulation
Borrowing privileges allow users to remove information resources for use outside of the library. Li-
brary materials may be borrowed as follows:
1) Print materials available in University libraries can be borrowed, except for materials with re-
stricted circulation.
2) Reserve materials have restricted circulation.
3) Other information sources in formats such as originals of audiovisual materials cannot be bor-
rowed. Duplicates are available for borrowing.
C) Interlibrary Loan
Interlibrary Loan allows users to use information resources not available within the library.
1) Any Kuwait University Library can borrow from any other Kuwait University Library as long as
such a request does not conflict with the loaning library's requirements.
2) If the material is not available in Kuwait University Libraries System, the library can borrow the
material from another library by following the special policies on Interlibrary Loan.
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II- TYPES OF USERS
A) Academic Staff: Professor, Assistant Professor, Lecturer, Seconded Professor, Visiting Professor,
Language Teacher, Clinical Instructor, Part- time Faculty.
B) Assistant Academic Staff: Scientific Assistant, Teaching Assistant, Scholar.
C) University Students: Undergraduates, Postgraduates, Temporary Scholarship Students.
D) Permanent University Employees.
E) Users from outside of the University: Users from gov:smmental organizations, semi-organizational
institutes, private sectors and individuals.
III- ISSUING A BORROWER'S CARD
All users applying for a borrowers card must present proper identification and fill out appropriate
forms.
A) Academic Staff
1- Academic Staff obtain a card from their college library, except for the staff of Arts Women who
must go to the Arts Men Library.
2- Visiting or seconded professors obtain a card from their college library if they appear on a list is-
sued by the dean or if they provide a letter from the dean.
3- Part-time faculty obtain a card from the Libraries Department after presenting a letter from person-
nel stating period of employment.
B) Assistant Academic Staff
1- University personnel on scholarship leave obtain a card from the Libraries Department after
presenting a letter from the Cultural Relations Department.
2- Assistant teaching staff are issued cards from their faculty library if they are on the list provided
by the dean or if they provide a letter from the dean.
C) Students
1- Postgraduate students obtain a card from their college library according to a list supplied by the
College of Graduate Studies Office.
2- Undergraduate Students obtain a card from their college library if they appear on a list provided
by the Registrars Office.
a- If a student does not take a card in the first year, the student may be issued a card thereafter. The
student will be asked to prove that he/she is not transfer student.
APPROVALS
369
DIRECTOR OF LIBRARIES
KUWAIT UNIVERSITY
POLICY
DEPARTMENT UNIVERSITY LIBRARIES
TITLE	 CIRCULATION POLICY
ISSUE DATE
May 29, 1988
LAST UPDATE
February 5, 1989
PAGE
3
OF
4
b- A transfer student within the Kuwait University system is issued a new card after presenting a
clearance from his/her former college library, which has withdrawn the card.
3- Temporary scholarship students obtain a card from the Libraries Department if they appear on a list
supplied by the Foreign Students Deparunent.
D) University employees obtain their cards from the Libraries Department in Khaldiyah after presenting
their identification cards.
E) Users from outside of the University obtain their cards from the Libraries Department after leaving a
deposit.
1- Goverment employees will leave a 40 KD deposit.
2- All other interested users will leave a 80 KD deposit.
These card-holders must renew their cards yearly.
IV- NUMBER OF RESOURCE MATERIALS WHICH CAN BE LOANED
The total number of library resources which may be borrowed at the same time varies according to the
type of user.
A) Academic staff may borrow 15 books.
B) Staff assistants, postgraduate students and University employees may borrow 10 books.
C) All other users may borrow 5 books.
V- LOAN PERIODS
A) The loan period varies according to the type of user.
1- Academic staff - one semester
2- Staff assistants, postgraduate students and University employees - one month
3- All others - two weeks
B) The above loan periods are voided in the following rlses:
1- If the library needs the information resource before the date due in cases of loan periods of more
than two weeks, the library has the right to recall these materials within 48 hours.
2- Reserve materials may be borrowed for two hours, over night or over weekends and official holi-
days, but must be returned by 10.00 A.M. the morning the library reopens.
3- Borrowing privileges are denied to anyone who refuses to return recalled materials, or has over-
due materials or has accumulated fines of over 30 KD.
*
C) Users may renew their materials if the materials are not needed by someone else. Academic staff
may renew by phone, but are responsible for updating their cards and materials.
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VI- OVERDUE NOTICF_s
The circulation staff will mail two overdue notices on late materials.
A) After ten days late, the first notice is mailed asking the user to return overdue materials or to renew
them after paying the fine due.
B) A second warning is sent after 20 days and states that borrowing privileges are discontinued.
C) If the borrower does not respond to the overdue notices, the library will take whatever steps neces-
sary to obtain the return of library materiaL The Faculty Librarian will initiate these steps.
VII-FINES
Fines are imposed in order to encourage users to return materials on time. A borrower will be assessed
fines as follows:
A) A fine of 250 fills will be assessed on each regularly charged item per day. The total fine for each
item will not exceed 5 /CD. If the material is returned within the first three days no fine is charged;
on the fourth day the accumulated fine of 11(1) will be assessed.
B) Reserve materials are 250 fils for every two hours with a maximum 1 ICD daily and 101CD totaL
C) If the borrower has lost materials, does not return or destroys them, the borrower will pay for the
cost of the book plus a 10 /CD replacement fee.
D) Borrowing privileges will be denied to anyone who refuses to return recalled materials, or has over-
due materials or has accumulated fines of over 30 KD. If a borrower refuses to pay late charges he
will be denied final clearance.
VIII-REPLACEMENT OF LOST CARDS
If a borrower's card is lost, the user will pay 3 /CD for a replacement card to the issuing library agency and
obtain a clearance from all faculty libraries.
IX-CLEARANCES
Clearances are approved only after the borrowers' cards and all library materials have been returned.
A) The issuing library is responsible for final clearances for anyone who holds a borrowers card from
the library.
B) Employees and outside users are cleared by the Libraries Department. In the case of outside users,
the deposit is returned.
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approved draft June 17,1989
ONLINE SEARCH POLICY
Online Search Services support the research and informational
needs of Kuwait University by providing online access to
databases as part of comprehensive reference service. The
purpose of the service is to supplement manual searches or to be
used in place of manual searches when appropriate.
I-DEFINITION
Online database searching is a means of retrieving information,
often bibliographic in nature, through direct and interactive
telecommunication between a user and a computer in which the
information is stored.
Online database searching is only one of many reference tools
available to assist the user in obtaining access to current and
retrospective information. Database searching is not a
substitute for learning how to use library resources. All users
are encouraged to develop a knowledge and understanding of manual
indexes and will be expected to utilize those resources in the
initial stage of any research.
II-TYPES OF USERS
All users of Kuwait University Libraries are eligible for online
search services, but it is the reference librarian in charge of
online search who makes the decision to perform an online search.
Users from the Faculties of Medicine and of Allied Health and
Nursing should use the online search services in the Medical
Library.
The types of users are:
A) University Professionals:	 academic staff,	 senior
administrators, and library professional staff
8) Permanent University Employees
C) University Students: Undergraduates and postgraduates
D) Users From Outside of the University
First Priority for service will be given to Kuwait University
users.
1
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III-CRITERIA FOR SEARCHES	 I
An online search usually will be considered when the following
situations are encountered:
A) The reference librarian determines that the user has
exhausted manual search capabilities.
B) A quick search for ready reference information or
bibliographic verification is needed.
C) Exceptionally current information is required.
D) A search of manual indexes would be extremely time
consuming.
E),Many indexes or databases need to be consulted.
F) Two or more index terms need to be combined.
G) The manual indexes do not use the appropriate terms or
subject headings.
H) Manual indexes are not available for the subject being
researched.
IV-REGULATIONS
A) Users requesting an online search must complete a
request form and discuss the search topic with online
search or reference staff.
13) Academic staff should submit any request for an online
search to their own faculty library. All other users
should submit any request to the faculty library which
specializes in the subject of the request.
C) Postgraduate students engaged in writing a thesis or
other major research paper should obtain the
approval and signature of their thesis supervisor.
5) Undergraduate students engaged in a final project or
research should obtain the approval and signature of
their professor.
5) Permanent university employees should obtain the
signature of their supervisors.
r) Users from outside of the university should obtain the
approval and signature of the Faculty Librarian. These
searches are considered to be personal and the requester
must agree to reimburse the university for the full cost
2
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of the online search.
G) Telephone requests from individual users will not be
accepted.
H) Searches will not be considered if:
1) The reference librarian knows there are other
sources available which have not been used by the
user.
2) The user is unable to define the question
sufficiently.
3) The user is a student working on an assignment
designed to develop library skills.
I) Print Limitations
1) Kuwait University Users
The library will supply a total of one hundred
citations online and offline. Online typed
citations should average about twenty, but may vary
according to the discretion of the searcher. Users
must agree to pay for citations which exceed one
hundred.
2) Users From Outside of the University
Online typed citations should average about twenty,
but may vary according to the discretion of the
searcher. Users must agree to pay for all citations.
V -COSTS
Search costs vary according to the complexity of the request and
the fees charged by the database vendor. Costs also include
computer connect time, telecommunications charges and online or
offline print charges.
If the reference librarian determines that an online search
requested by a Kuwait University user meets the research,
informational or educational objectives of the university, there
is no cost except for citations in excess of one hundred. All
other searches are considered to be personal and users must pay
for the database service charges plus an additional five dinars
for telecommunications costs.
3
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APPENDIX 4.4
JOB DESCRIPTION, FACULTY or commie,
ECONOMICS AND POLITICAL SCIENCE
United Nations Publications Unit 	 (Example)
Employees' lob description
Emloyee's name 
L General supervision
2. Follow up of library's requirements from other administrations
3. Prepare library internal and external correspondence for the
library.
C Communication with United Nations offices in Kuwait.
5. Co-operation with government organisations and institutes
outside the university.
6. Final supervision on descriptive cataloguing.
7. Complete supervision on book subjective.
8. Identify book classification numbers
9. Not clear in the Arabic version.
11. Reference service and helping students, academic staff and
researchers from outside the university to access library
materials.
12. Organise orientation visits for students at the beginning of
the term.
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APPENDIX 5vi
includes librarians, users' interview questions and competencies
lists according to some job positions in variou g kinds of
libraries (Main Field Study)
a	 INTERVIEW QUESTIONS (LIBRARIANS, ASSISTANT LIBRARIANS, ETC.)
1. Is there a significant difference between qualified and non-
qualified information workers (professionals and para-
professionals, from abroad or local library schools) in regard
to their job performance: a. initially. b. after 5 years.
2. What areas of weaknesses do you recognise in fresh library
school graduates, and what do you think should be improved by
library educators.
3. Are there any factors which have a negative impact on your
performance, for example, attitudes of users, or competencies
of management personnel, etc? Are there justifiable
restrictions from upper levels of management towards your new
or innovative ideas to develop and enhance library services?
(Question is addressed to the interviewee, about himself and
the other group.)
4. Identify the a. essential. b. important. c. desirable. d.
not applicable competencies from the competency list. Add any
other competencies you identify as important, or essential yet
not included in the list (Question addressed to the
interviewee about himself and the other group.)
5. Is there any kind of co-operation between your library and the
library department with regard to the quality of the library
department graduates? For example, attending curriculum
development committees, etc.
6. Do you think that monetary rewards (salaries, incentives,
etc.) are adequate when you compare them to monetary rewards
for similar organisations?
8. What are the main activities that constitute your job, for
example, translate titles and abstracts, etc, put in order the
activities by relative proportion of time? Do you think that
the time allocation should be the way it actually is?
9. Are there any activities which you think do not require any
qualifications in librarianship and which you think are a
waste of your speciality/expertise to perform?
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10. Is there any activity which is important, but is not exploited
from the user, for example, indexing some of the local
materials? (You perform the activity merely because it is
requested by the administration.)
n. Do you think that there are fair opportunities for promotion
for excellent performers?
12. Do you think that your job activities are too easy, too
difficult or adequate to perform?
n. If you suggest a useful new idea related to your job
activities, do you think that the administration will adopt
it?
111. What do you think are the most dissatisfying factors in the
job?
15. Do you think that the Administration is supportive and
considerate when its information workers need support, for
example, when you make mistakes in your job, etc?
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b INTERVIEW QUESTIONS (LIBRARY USERS)
1. What are your views about the range of books and other
materials provided in the library? For example, do you think
that the range of materials is adequate/inadequate for
instruction and/or research?
2. Is it easy for you or your students to access books or other
materials from the library? For example, if a book or other
library material were on loan, within one week the library is
able to provide the requested item. 	 Books are always
accurately arranged on the shelves. The library is
continuously indexing Arabic articles from the Arabic
periodicals.
3. Does the library regularly contact you or your department with
regard to book selection? How is the process applied?
C What are your impressions about library staff? Do you think
that they are helpful and competent? For example, stall ame
able to serve users' information needs in the English
language. Staff are able to satisfy the users' information
needs for items which the library does not possess by
suggesting other alternatives such as referring users to other
items on the same subject or referring users to other
information centres that acquire the requested items, etc.
5. Are there any services that the library is not offering and
which it should offer, for example, teaching library and
information skills? Do you have any comments, reservations
or criticisms about the present library services? For
example, the library opening hours should be longer than they
are at present. Loan periods should be longer than at
present. The library should provide carrels for study for
students. Book selection procedures should be improved.
There should be a better qualified reference librarian, etc.
6. What are your views about the library building and facilities,
for example, space, furniture, etc?
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c	 COMPETENCIES LISTS ACCORDING TO JOB POSITIONS
LIBRARY DIRECTOR'S COMPETENCIES
L Apply effective human relations skills in group processes
(committees, team efforts, etc.).
2. Apply effective staff development techniques.
3. Communicate effectively in writing reports, proposals,
procedural manuals, correspondence, etc. (English and/or
Arabic).
4. Communicate effectively with library boards and other
governing bodies, agencies, etc.
5. Constructively evaluate library personnel.
6. Develop a philosophy statement that addresses the mission of
the library.
7. Develop and maintain a budget plan.
8. Make effective use of human resources in personnel
assignments.
9. Recruit, interview and hire personnel.
10. Utilise internal and external sources in long-range planning.
MUMS OF DEPARTMENTS' COMPETENCIES (cataloguing; acquisition)
L Human relations skills in group processes (committees, team
efforts, etc.).
2. Apply effective human relations skills in supervisory or
managerial capacity.
3. Apply effective staff development techniques.
4. Communicate effectively in writing reports, proposals,
procedural manuals, correspondence, etc.
5. Constructively evaluate library personnel.
6. Design appropriate survey instruments (questionnaires,
interview schedules, etc.) (Acquisition)
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7. Make effective use of human resources in personnel
assignments.
8. Catalogue non-print materials (computer software, microforms,
films, etc.).	 (Cataloguing)
9. Effectively use tools to produce original cataloguing of print
materials. (Cataloguing)
10. Apply indexing/abstracting techniques to local materials.
11. Develop selection policies combining careful analysis of
community needs and values and principles of intellectual
freedom. (Acquisition)
12. Establish	 technical	 services	 routines	 (acquisition,
processing, etc.). (Acquisitions)
2. Select and evaluate a variety of print and non-print
materials. (Acquisition)
SCHOOL LIBRARIANS' COMPETENCIES
L Apply knowledge of bibliographic tools to answer typical
reference questions.
2. Apply appropriate principles to weed and inventory materials
and equipment.
3. Apply effective inter-personal skills with library patrons,
students, teachers and parents.
4. Apply indexing/abstracting techniques to local materials.
5. Develop SDI and current awareness services.
6. Identify the needs and develop programmes/services for various
patrons/user groups.
7. Operate audio-visual equipment (including microcomputers).
8. Provide bibliographic instruction in access to materials and
information handling skills (including library orientation).
LIBRARIAN COMPETENCIES (GENERAL)
1. Apply knowledge of bibliographic tools to answer typical
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reference questions.
2. Apply appropriate principles to weed and inventory materials
and equipment.
3. Apply effective inter-personal skills with library patrons.
4. Apply indexing/abstracting techniques to local materials.
5. Conduct an appropriate reference interview.
6. Operate audio-visual equipment (including microcomputers).
7. Identify the needs and develop programmes/services for various
patrons/user groups.
8. Have reading proficiency in one or more foreign languages.
9. Effectively search online databases.
ACADEMIC LIBRARIES. DEPUTY LIBRARIANS' COMPETENCIES
L Apply effective human relations skills in group processes
(committees, team efforts, etc.).
2. Apply effective human relations skills in supervisor or
managerial capacity.
3. Apply effective staff development techniques.
4. Communicate effectively in writing reports, proposals,
procedural manuals, correspondence, etc.
5. Develop and maintain a budget plan.
E Evaluate the effectiveness and/or efficiency of specific
programmes/services.
7. Have reading proficiency in one or more foreign languages.
E Utilise appropriate standards and guidelines to develop and
evaluate library collection and services.
9. Select and evaluate a variety of print and non-print
materials.
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APPENDIX 5.2
PUBLIC LIBRARY OBJECTIVES
1.	 Educational Objectives
- Disseminate cultural information to the public;
- Provide library and inforamtion skills to the public.
- Encourage and support independent and life-long learning.
- Provide needed vocational information.
- Support the efforts of the government to eradicate
illiteracy.
- Support school libraries in implementing their
educational objectives.
2.	 Cultural Objectives
- Provide information resources in all their forms with
emphasis on Islamic culture.
- Inform society of their heritage in various occasions.
- Spread cultural awareness in various means among
individuals.
- Develop common appreciation for arts.
3.	 Social Objectives
- Develop and enhance contact between the library and
individuals.
Develop and enhance contact between the library and
various organisations inside and outside Kuwait.
Encourage individuals to utilise library services.
Contribute to the development of responsible citizens.
- Provide library services to special groups.
Encourage spending leisure time in the library.
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APPENDIX 5.3
SCHOOL LIBRARIES OBJECTIVES
Arq.) DoB oescRIP-vtolvs
General Objectives
1. Support the curriculum.
2. Encourage reading habits and research.
3. Train students to acquire library skills to learn
independently.
4. Promote and encourage positive attitudes to work in
groups and appreciating public possessions.
5. Meet social, emotional and learners' information needs
through diversified library materials, and avoid
dependence on school textbooks as the only information
source and support class and non-class activities.
6. Enrich learners' knowledge and enhance their vocational
skills through the provision of library materials that
serve their specialities.
7. Provide educational and cultural information for the
school population.
Specific Objectives
a. Kindergarden
Encourage the learner to enjoy the library through print
and non-print materials.
- Extend the perception of the learner through pictures,
posters and audiovisual materials.
Provide the opportunity for the child to learn from the
environment surrounding him.
- Prepare the learner for reading.
Provide the opportunity for the child to learn
individually and in groups according to his ability and
inclination.
- Teach the learner positive attitudes and habits.
- Provide library services to enrich learners' knowledge
and enhance their skills.
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Primary
- Encourage students to use the library according to their
needs and abilities.
Extend students' perceptions through diversified library
services and programmes.
Teach students the principles necessary to use the
library.
- Support the school curriculum.
- Provide a suitable atmosphere for students to work
individually and in groups in the library.
Enrich teachers' knowledge and enhance their vocational
skills and provide educational and cultural information
for the school population.
Intermediate
Provide students with information in different forms.
- Provide students with library skills and independent
learning skills.
- Encourage reading.
Support the school curriculum and class and non-class
activities.
Meet the different individual students' needs.
Encourage positive attitudes by using the library.
Enrich teachers' knowledge and enhance their vocational
skills and provide educational and cultural information
for the school population.
Secondary
Strengthen the relation between students and the library
as an essential source of information.
Enrich students' knowledge through library services.
Support curriculum and class and non-class activities.
Meet the information needs of schools that follow the
credit-hour system.
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- Teach students library skills and independent learning
skills to prepare them for university education and
independent learning.
- Enhance students' ability to balance between being
independent and co-operative with others.
- Meet reading needs.
- Train students to gather and summarise information and
write small projects.
- Enrich teachers' knowledge and enhance their vocational
skills and provide education and cultural information for
the school population.
School Librarians and Assistant Librarians - Job Descriptions
School librarians in secondary or intermediate school.
- To implement regulations, policies, plans and library
programmes that are set by the library administration to
reach the objectives of the school library.
- Perform the following activities:
a.	 receive library materials
b. register library materials and check them against
their lists
c. catalogue and classify audiovisual materials
d. organise and check library materials according to
library administration rules.
e. purchase magazines recommended by the school
library committee on the expense of the monthly
budget, on the following conditions:
1. the purchased magazine must be on the endorsed
list.
2. the routine procedure must be followed.
Prepare a log for free reading classes.
Prepare a log for the meetings of the school library
committee and send the recommendations to the library
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administration.
- Participate in the annual library inventory and follow
inventory principles.
- Prepare library statistics and reports and send them to
the library administration on time.
- Keep library materials and logs in good condition.
- Apply library services and programmes as follows:
a. prepare for free reading classes by co-operation
with teachers.
b. support the curriculum by preparing bibliographies
and indexes, and co-operate with teachers to direct
students to library resources that support the
curriculum.
c. encourage students to participate in library
programmes and activities (library friends).
d. train students to use the library.
e. promote the library in the school.
Assistant librarian in the secondary and intermediate school
- assist the librarian in all the duties written in the job
description of the librarian in addition to circulation
procedures.
School librarian/assistant librarian in primary or
kindergarden
- All the previous duties.
- Prepare a programme for story-reading.
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APPENDIX 6.1
DECREE NUMBER 11, 1991
RECRUITMENT OF NON—KUWAITIS AFTER LIBERATION AND AN ENGLISH
TRANSLATION OF THE FIRST POIN1 (A). SEE END OF NEXT PAGE
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(A) GOVERNMENT ORGANISATINS OUGHT TO RECRUIT KUWAITIS EXCEPT
IN POSITIONS WHERE THERE IS A LACK OF KUWAITI CANDIDATES
AND IN ACCORDANCE WITH THE PERCENTAGE ENDORCED BY THE
COUNCIL OF MINISTERS, THAT IS (35%) OF THE NUMBER OF NON-
KUWAITIS IN AUGUST 1, 1990.
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APPENDIX 6.2
COUNCIL OF MINISTERS
NATIONAL COUNCIL OF LITERATURE, ARTS & LETTERS
KUWAIT CENTRAL LIBRARY
LIBRARY VISITORS FOR THE YEAR 1989
NATIONALITY
VISITORS
KUWAITIS NON-KUWAITIS TOTAL
BA
Qualification
15,736 3,214 18,950
Researchers 5,687 4,815 10,502
Others 353 233 586
TOTAL 21,776 8,262 30,038
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APPENDIX 6.3
COUNCIL OF MINISTERS
NATIONAL COUNCIL OF ARTS, LETTERS & LITERATURE
KUWAIT CENTRAL LIBRARY
PERIODICALS COLLECTION UP TO 31.12.89
NUMBER
PERIODICALS
PERIODICAL COPY
Arabic periodicals (Gift) 1,059 2,276
Arabic periodicals
(Subscribed)
1,003 1,664
Foreign periodicals (Gift) 363 395
Foreign periodicals
(Subscribed)
821 831
TOTAL 3,246 5,166
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APPENDIX 6.3
COUNCIL OF MINISTERS
NATIONAL COUNCIL OF ARTS, LITERATURE & LETTERS
KUWAIT CENTRAL LIBRARY
COLLECTION OF AUDIOVISUAL SOFTWARE UP TO 31.12.89
TAPES FOR
THE BLIND
-
TAPES
(CASSETTE)
TAPES
(ROLLS)
VIDEO TAPES BOOKS FOR
THE BLIND
MAGAZINES
FOR EMEND
TOTAL
953 1,374 991 133 189 144 3,784
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APPENDIX 6.3
COUNCIL OF MINISTERS
NATIONAL COUNCIL OF ARTS, LITERATURE & LETTERS
KUWAIT CENTRAL LIBRARY
THE COLLECTION OF BAYAN PALACE LIBRARY UP TO 31.12.89
ARABIC BOOKS FOREIGN BOOKS PERIODICALS MICROFILM/TAPES GOVERNMENT
PUBLICATIONS
22,876 727 1,383 1,099 1,442
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Z' \ N.. •
u
CV / 4/ c_t
	 tnA./ y_DLd
	 't*-__;)__91
An Iraqi document, signed by an officer and an engineer. It states
that 1,800 books ought to be taken from the Library in addition to
laboratory equipment. The document is dated 27.10.90 and 28.10.90.
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APPENDIX 6 . 7
THE PUBLIC AUTHORITY FOR APPLIED EDUCATION AND TRAINING
MANAGEMENT OF BOOKS AND LIBRARY SERVICES
PROPOSAL FOR TRAINING PROGRAMMES
1. The Library Management Consultant has strongly recommended that a high-
level management development programme is instigated as soon as possible, with
up to twelve Kuwaiti staff being sent abroad for education to Master's level,
prior to returning to the LAD to manage its development over the next five to
ten years. Such a programme will ensure that PAAET's Library System has good
quality, well-trained staff to manage long-term developments.
2. It is proposed that three to four people be identified each year for up to
three years to undertake study in the United Kingdom at Master's degree level.
UK universities and polytechnics have a proven track record in the fields of
professional and vocational education and, in conjunction with the British
Council expert advice in country, will be capable of producing the senior
library managers which PAAET requires.
3. In order to ensure that the best use is made of the available resources
for the training and development of these senior staff, it is proposed that
for each year, at least one person is sent on
- a Master's programme in Library Management
one on
- a Master's programme in Information Systems
and one on
- a Master's programme in Library Collection Development/Services
4. As the Library Management Consultant has recommended, subject specialists
will be expected to develop knowledge of their subject areas and the relevant
literature and library managers should be given regular opportunities to
develop their management skills through training. It is proposed that during
the first three years of the development of the Library System, all profes-
sional staff be sent on refresher and updating courses of a maximum of three
months duration. These courses would relate either to the acquisition of
skills or the imparting of new knowledge and awareness about developments in
library and information work. The courses could be held either in Kuwait or
the UK as appropriate.
5. As the Library Management Consultant has recommended, in the short term,
there will be a need to ensure all staff are fully aware of: the aims, objec-
tives, short- and long-term priorities of the Library Service; the functions
1.
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of the various areas of operations/services offered; the collection special-
isms of each college/centre library. Staff will also need to be trained to the
appropriate level for their grade in: Library routines and procedures; use of
terminals/keyboard skills; automation procedures; reception and telephone
skills. There will be little time during the emergency phase and the develop-
ment phase which follows it for PAAET staff to develop inhouse training pro-
grammes to meet these basic training needs. It is therefore proposed that a
series of short courses be run through the British Council in the libraries
and the Library Administration Department covering the subjects recommended
here over a two year period starting at the end of the emergency phase.
6. The total cost of this programme will be in the region of £388,000 at 1991
prices.
Source: Initial Planning Mission Report, 13-26 July, 1991. British
Council [Management Expert] (unpublished report)
2
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APPENDIX 6.8
A DECREE OF ORGANISATIONAL RESTRUCTURING AND THE DUTIES OF EACH
DEPARTMENT IN KUWAIT CENTRAL LIBRARY, 16.6.90
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CHAPTER 3	
APPENDIX 6 .
,
INTEGRATED TIMESCALE FOR IMPLEMENTATION OF PROJECT
ACTIVITIES
1	 JULY 1991
1	 Submission of draft mission report to PAAET.
Planning Mission returns to Britain (25-27 July).
1	
2	 Acquisition of students' course books begins.
AUGUST 1991
1	 Visit by Director, Libraries to Britain for selection of library
furnishing and equipment suppliers (5-9 August).
2	 Submission of final report to PAAET.
3	 Selection of Library books for Emergency Phase (part 1) begins.
4 Library equipment suppliers liaise with Library Design and Planning
Expert on furniture required for libraries and bookstore. Bookstore
shelving is despatched (put back until September pending a decision
on supply contract by Director Libraries).
5	 Course textbooks begin to arrive.
SEPTEMBER 1991
1
	
Questionnaire on book/periodical requirements sent to academic staff.
2	 Procurement of library equipment and furnishing; despatch begins.
3	 Selection of library books for Emergency Phase (Part 1) continues and
procurement begins.
4	 Bookstore shelving is despatched.
5	 Library refurbishments completed (end September).
6	 Creation by PAAET LAD of Project and site teams for handling
arrival of books and library equipment/furnishings.
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OCTOBER 1991
1	 Second visit by Director Libraries to Britain for monitoring of progress on
library equipment and book orders.
2 Procurement of library books under Emergency Phase (Part 1) continues.
First orders are despatched after processing and books begin to arrive in
Kuwait.
3	 Arrival of first consignments of library equipment and furnishings.
Installation in libraries begins.
4	 Course textbook supply is completed.
NOVEMBER 1991
1	 Library Experts Supervisory visits.
2	 Arrival of library equipment and furnishing.
Completion of installation in libraries.
3	 Selection and ordering of Emergency Phase (part II) books and
periodicals begins.
4	 Library Automation Expert prepares the RFP. Tenders invited.
DECEMBER 1991
1	 Arrival of first consignment of Emergency Phase (Part II) books and
periodicals. Ordering and selection of Part II books continues.
JANUARY 1992
1	 Arrival of final consignment of Emergency Phase (part II) books.
2 Final visit by British Council's Project Adviser to ensure that all
activities have been completed to PAAET's satisfaction, to try to
resolve any outstanding problems; and to discuss the next phases of
the libraries development.
12
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APPENDIX 7.1
riSTIC User Survey
Dear NSTIC User,
During the 1980s, the National Scientific &Technical Information Center
(NST1C) has grown to become one of the leading Research libraries in the Arab
world. If the Center is to continue to serve the information needs of KISR into
the 1990s and beyond in the most effective way possible, then your opinion of
NSTIC services would be much appreciated.
Please note that not all the services and facilities mentioned in this
questionnaire will be familiar to you, therefore most of the questions also provide
you with a brief description of the specific activity, and the final section at the
end of the questionnaire gives you the opportunity to ask for further information
on any of the topics covered.
Thank you for you cooperation_
The National Scientific & Technical Information Center.
Your Name:
Division / Department:
Title:
Extension:
Please indicate the category to which you FEEL 	 Management
that you belong (based on what you spend most 	 Research
of your time doing) :	 Technical Support
Administrative Support
NSTIC 1989	 1	 User Survey
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Section A - Overall View -
1. OVERALL, what are your impressions of NSTIC
and the services that it provides - particularly
when compared with other specialised libraries
you have used?
Excellent
Good
Could be Improved
Bad
No Opinion
I]
El
11
El
F]
2. How OFTEN do you use NSTIC? Daily
Twice a week
Weekly
Monthly
Less than once a month
11
El
E]
[1
El
3. WHY do you use NSTIC (please tick all that are
appropriate) ?
4. HOW do you usually use NSTIC?
S. Of your information needs at KISR, what per-
centage is met by NSTIC?
For information relating to ICSR research needs
For general information
As a place to relax
As a place to work
In person
By phone
By sending someone else
By mail/10C
100%
75%
50%
25%
Less than 25%
El
[I
[ 1
[ 1
[I
El
El
[ 1
[1
El
[I
El
El
User Survey	 2	 NSTIC 1989
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6. SERVICE DESKS. There are four 'service desks'
at NSTIC that are staffed during normal working
hours.
Please tick the appropriate box to indicate your
level of usage of the collections and the as-
sociated service desks.
Reference Collection:
Periodicals Collection:
Bodics (circulation) :
Kuwait Information Centre Collection:
7. OTHER TYPES OF INFORMATION. Apart
from the Reference materials, the journals and the
books, NSTIC also holds other types of informa-
tion.
Again, please indicate your level of usage.
Standards:
Patents:
NTIS Reports:
KISR Reports:
SRI Publications:
Newspapers:
8. SEARCH SERVICES. Several different methods
of finding and retrieving information exist at
NSTTC.
Please indicate how often you make use of par-
ticular methods.
Microfiche Catalog:
Online Catalog (ICISR Mainframe):
Printed Abstracts and Indexes:
Compact Disc Search:
International Databases:
Section B - Services
OFTEN MODERATE SELDOM NEVER NOT AWARE OF
f	 I E l El I [I
[1 1 El f
I [1 E] El
I 11 El f I
El [I f
( 1 El E l f
[I I f I
I El El [1
(I El El f El
E] [1 El (1 El
El f E l [I f
( El El El
[1 [1 ( 1 [I f
f	 I E l [1 11 El
[1 f El El [I
User SurveyNSTIC 1989 3
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Arabic documents	 [ J
Government/Ministry documents 	 [ ]
Business Information	 I ]
Scitech Information	 [ 1
KISR Technical Reports
	
[ ]
Other (Please specify)	 [ J
9. KUWAIT INFORMATION CENTRE (KIC). Since 1985,.
NSTIC has placed special emphasis on collecting material
relevant to Kuwait. This is housed and displayed in the 'Kuwait
Information Centre' upstairs in the main library, and is serviced
by its own Information Specialists.
A. How often do you use the KIC collection?
B.What type of material are you looking forwhen you use IUC?
(Please tick all relevant headings):
C. When you do NOT find what you are looking for, what
materials do you have most difficulties with?
D. How do you think KIC can be improved on?
i) Collection:
ii) Services:
E. Are there OTHER services that you would like to see in ICIC
besides the ones that already exist?
Daily	 ( J
Twice a week	 1]
Weekly	 [ i
Monthly	 [ ]
Less than once a month 	 f I
User Survey	 4	 NSTIC 1989
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10. CURRENT AWARENESS SERVICES. Although NSTIC en-
courages users to personally come to the library, there are also a
number of ways in which NSTIC can help you keep track of the
new literature on your areas of interest.
A. NEW AT NSTIC. Every month, NS TIC staff produce a pub-
lication that lists selected new books, NTIS reports and articles
of scientific interest to KISR and Kuwait that are received by
the library, as well as forthcoming International conferences.
Copies are sent to all departments, and are also available at the
NSTIC Reference desk
i) Do you ever look at NEW AT NSTIC?
ii) If YES, what are your comments on it, and how could it
be improved ?
iii) If NO, why do you not look at it?
B. BIBLIOGRAPHIES. When a specific topic is identified as
being of special interest to KISR, NSTIC staff collect together
relevant references to that topic - particularly for those
materials that are available immediately in NSTIC. Typically,
15-20 different bibliographies are published every year.
i) Do you ever look at these bibliographies?
ii) If YES, what are your comments, and how could they be
improved ?
iii) If NO, why do you not look at them?
C. CONTENTS PAGES. 'Research Interest Profiles' of project
leaders and other key researchers at KISR are maintained by
Information Specialists at NSTIC. As part of your profile, you
can request the contents pages of up to five selected journals to
be sent to you automatically as soon as the new issues are
received.
Yes	 [ I
No	 [ I
Yes
No
i) Do you make use of this service? Yes	 [ 1
No	 El
NS'TIC 1989
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Yes	 El
No	 El
YES	 NO
[ 1 (1
[	 1 [ 1
E	 l [ 1
[ 1	 El
Yes
No
ii) If YES, what are your comments on it, and how could it
be improved upon?
iii) If NO, would you like make use of this service? Yes
No
D. ABSTRACT PAGES. Your 'Research Interest Profile' also
allows the Information Specialist assigned to look after the
interests of your department to scan new issues of journals
received by NSTIC, and to send you the relevant abstracts.
i) Do you make use of this service?
ii) If YES, please give your comments or suggestions for
improving the service.
a) Are the abstracts usually relevant?
b) Are they up-to-date?
c) Is your Profile updated often enough?
d) Are most of your interests covered?
e) Other comments or suggestions?
iii) If NO, would you like to make use of this service?
11. DOCUMENT DELIVERY. NSTIC will try to supply copies of
documents from its own collection. Failing that, NSTIC will con-
tact other organisations with libraries in Kuwait, such as Kuwait
University, Kuwait Fund and OAPEC. If these organisations can't
help, NSTIC will order the material from the UK or the US. Since
the material is then sent through the post, this process can take
three to four weeks.
i) Are you generally satisfied with this service? Yes	 El.
No	 El
User Survey	 6	 NST1C 1989
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Yes
No
Yes
No
Yes
No
iii) Can you think of any ways in which this service might be
improved?
12. AUTOMATED ENVIRONMENT. NSTIC tries to make full use
of new technology, particularly that which relates to computerisa-
tion and information technology. Wherever possible, involvement
from users/researchers is encouraged.
A. ACCESS TO NSTIC'S DATABASES FROM YOUR OWN
TERMINAL AllICISR employees with a terminal linked to the
KISR mainframe can get into the NSTIC databases, including
the NSTIC book collection, the Serials holdings of libraries in
the Gulf region, and KISR reports.
i) Do you make use of this service? Yes	 El
No	 I]
ii) If YES, what are your comments on it, and how
could it be improved upon?
iii) If NO, would you like to make use of this service?
B. ELECTRONIC MAIL,. The KTSR mainframe offers a con-
venient alternative to printed mail and IOCs for communica-
tion between Information specialists and researchers, as well
as offering an immediate method for the transferring of results
from an information search.
i) Do you make use of this service?
ii) If YES, what are your comments on it, and how could it
be improved upon?
iii) If NO, would you like to make use of this Service?
C. INFORMATION TECHNOLOGY. OTHER. Perhaps you
have seen other ways in which information technology is used
in specialised libraries such as NSTIC - Electronic bulletin
boards, better integrated library systems, and so on. Please put
down any suggestions:
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Yes
No
Yes
No
More than ten
5 to 10
1 to 5
None
Yes
No
Yes
No
13. COLLECTION DEVELOPMENT. NSTIC also relies on the
participation and feedback from users, particularly in deciding on
books, conference proceedings and journal subscriptions. Please
note that it is always necessary to first check the current NSTIC
collection to make sure that the material - or very similar material
- is not already in the collection.
A. NEW BOOKS. For new books, conference proceedings, and
so on, the user can come directly to NSTIC with the suggestion.
i) If you see an interesting new book advertised or referred
to, do you immediately bring this to the attention of
NSTIC?
ii) If NO, why not?
If YES, do you also recommend the book if it is NOT
useful to you personally, but IS useful to other re-
.
searchers/other departments?
iv) In the last year, how many books and conference proceed-
ings have you recommended that NSTIC should buy?
B. JOURNAL SUBSCRIPTIONS. For new journal subscrip-
tions or the cancellation of existing subscriptions, requests from
researchers must be coordinated at the Department or Division
°Have you ever asked for a new journal?
If YES, did it go through as you expected?
iii) Please describe any problems you encountered.
User Survey	 8	 NSTIC 1989
4 1 4
Section C - Evaluation
14. YOUR EVALUATION OF NSTIC. Please indi-
cate what you think of the NSTIC collection and
services provided by NSTIC.
COLLECTION:
Reference:
Journals:
Books:
Patents:
Standards:
Reports:
Government Publications:
Newspapers:
SERVICES:
Service Desks:
Search Services:
Current Awareness:
Document Delivery:
FACILITIES:
Space for work:
Layout of Collection:
Temperature:
Lighting:
Noise level:
EQUIPMENT:
Copying machines:
Microfiche Readers:
Mainframe Terminals:
Compact Disc equipment:
International Databases:
OPENING HOURS:
ADDITIONAL COMMENTS ON ANY OF THE
ABOVE:
EXCELLENT	 GOOD
	 COULD BE	 BAD	 NO OPINION
IMPROVED
[	 1 [	 1 [ 1 [ I I]
El El II [ I ]
[	 ] El El [ 1 ]
El [ 1 [ 1 (1 El
I] El El [ 1 ]
[	 I [	 I [ 1 [ 1 E l
[	 I [ 1 (1 [ 1 El
[ I 1] [ I [ I E
El [	 1 (I [ 1 E
I E E l E E
E El [ [ 1 [
El [ [	 1 11 I
E El [ [
E El El [	 I E l
[ E I] El El	 .
E [ El E [	 I
El 1 [ El I]
1 El (I El [
[ El El El I]
E E 1] El E l
E El [ 1 E El
E [ 1 E [	 I [
E E E [ [
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Always
Normally
Sometimes
Never
Always
Normally
Sometimes
Never
NSTIC Staff
NSTIC Management
Colleague
You don't bother
15. STAFF
A. NSTIC staff are pleasant:
B. NSTIC staff make a sincere effort to help:
C. If you have suggestions or complaints about
NSTIC, whom do you tell:
Section D - User Orientation
16. NSTIC ORIENTATION.
i) Do you feel that you received sufficient Yes El
orientation in NSTIC and the use of its
facilities?
No El
ii) If YES, what form did this orientation take? Official touraraining El
On-the-job with Information Specialists El
Do-It-Yourself CI
iii) If NO, would you like to receive orientation Reference Collection El
on any of the following services or collec- Periodicals Collection CI
tions? Books Collection El
Kuwait Information Centre Collection El
Patents El
Standards
NTIS Reports
El
fl
KISR Reports El
SRI Publications El
"I Using the COM Catalog (Microfiche indexes) El
Using the Online Catalog (KISR mainframe)
Using the Printed Abstracts and Indexes
El
fl
;
Using the Compact Disc Workstation El
Using International Databases CI
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